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ABSTRACT 


PAST, PRESENT, FUTURE: A BIBLICAL SUCCESSION 
MODULE FOR PASTORS IN THE BLACK 
BAPTIST CHURCH 


by 

Ronnie C. King 

United Theological Seminary, 2017 

Mentors 

Donnell Moore, DMin 
Angela D. Washington, DMin 

The context is Grace Missionary Baptist Church in Memphis, Tennessee. The purpose of 
the research is to assist in developing a credible and viable succession plan for pastors. 
The hypothesis is the belief that the development and implementation of viable 
succession plans can avoid unnecessary problems encountered by pastors and 
congregations. The study will be quantitative and through questionnaires, surveys, 
personal interviews, and discussion with former pulpit search committee members will 
serve as the measurement instruments to develop models that can be utilized by churches, 
pastors and congregations that are serious about implementing a viable succession plan 
for their church. 
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INTRODUCTION 


Ecclesiastes 3:1-8 says, “There is a time for everything, and a season for every 
activity under the heavens: a time to be bom and a time to die, a time to plant and a time 
to uproot, a time to kill and a time to heal, a time to tear down and a time to build.. .a 
time to embrace and a time to refrain from embracing.. .a time to keep and a time to 
throw away.” 

The word of Ecclesiastes 3:1-8 ring out in my mind when I think about black 
Baptist churches and the need to have a viable succession plan. Baptist churches placed a 
viable succession plan on the back burner for far too long and the result of doing so has 
caused myriad problems for the church and its members. As the writer of Ecclesiastes 
says “there is a time for everything, and a season for every activity under the heavens” 
and now is the time for black Baptist churches to stop putting succession plans on the 
back burner and the goal and mission of this project is to provide assistance and a 
methodology for a succession plan. 

Chapter one, Ministry Focus, is about my contextual environment and my 
spiritual journey and how it helped me to address this challenging topic of “Past, Present, 
Future: A Biblical Module For Pastors in The Black Baptist Church.” Pulling upon the 
experience of serving thirty years as a Chaplain in the United States Navy and having 
dealt with succession plans for thirty years aided in developing the experience of the 
reader. 


1 
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Chapter two is the biblical foundations chapter and it is used to help shape this 
project biblically and provides a spiritual background for churches, pastors, ministers and 
laity to view as they discuss this issue from a biblical perspective. The reader will be 
introduced to a viable succession plan implemented by Moses, in the Old Testament and 
John the Baptist in the New Testament which served as a catalyst for this project 
biblically. 

Chapter three provides the historical bases for this project and identifies how the 
early church fathers dealt with this issues of developing and implementing a viable 
succession plan, dealing with the changing requirements of those successors and 
providing guidelines for the early church leaders to go by and to model. The fourth 
chapter is the theological foundation and it looks at what past and present theologians 
think about the topic of succession planning. Additionally, it shares experiences of some 
theologians who implemented succession plans and the pros and cons of doing so. 

Chapter five is the theoretical foundation portion of this project and it takes a look 
at what the academic, business, the White House, the banking world and the National and 
American Basketball Associations have to say about succession planning. Additionally, 
this chapter shares the theories and methodology for succession planning. Further, this 
chapter highlights six theories for the reader to consider as he she considers 
implementing a viable biblical succession plan. 

Chapter six is the project analysis and it provides the reader with the 
results of questionnaires, interviews conducted, and data collected and analyzed. The 
intent of chapter six is to give the reader and those considering implementing a viable 
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biblical succession plan the tools needed based upon the questionnaires, interviews and 
data collected and or received from a variety of sources. 



CHAPTER ONE 


MINISTRY FOCUS 


Prior to my placement at Grace Missionary Baptist Church, Pastor Coleman 
Crawford, Jr. noticed that there was a significant disconnect within the service, 
membership growth, ministries, leadership and community outreach. Pastor 
Crawford spoke with the official board, which is comprised of trustees, deacons and 
the church administrator about his concerns of the state of the church. At that time, 
Pastor Crawford was approaching the age of eighty-three and he realized that the 
church was losing its grasp on the young adults, as well as several other functioning 
ministries and wanted to implement a plan that would revive everyone and 
everything. The official board agreed with his observations and a plan was developed 
and implemented to provide assistance. 

Grace Missionary Baptist Church has been a pillar in North Memphis 
community for fifty-years, after relocating from its location in South Memphis. From 
its inception, Grace Missionary Baptist Church had only two individuals to serve in 
the position as Pastor, Rev. R. W. McClendon and Rev. Coleman Crawford, Jr. 

The founding Pastor, Rev. R. W. McClendon, served as Pastor for 
approximately three years before relocating to Toledo, Ohio. Prior to him 
relinquishing his position as Senior Pastor, Rev. Coleman Crawford, Jr. was selected 
and voted in to be his successor as pastor. He has continued to serve in this capacity 
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for fifty-four years. The overall focus of the church is to get individuals to 
understand the teachings of Jesus Christ, by believing, confessing and accepting him 
as their Savior. Grace Missionary Baptist Church also focuses on reaching out to the 
community. One of the community outreach activities is Manassas High School, 
which they have adopted and is located at least a half-mile down the street from the 
church. 

Grace Missionary Baptist Church, Inc. saw that it was doing more outreach 
and social ministry and formed the Grace Baptist Ministries, Inc., a 501(c) (3) 
organization. The purpose of the Grace Baptist Ministries, Inc., as stated in its 
bylaws, is “to activate, promote and encourage religious, educational, social, 
charitable and economic development, especially in the inner city.” 1 The 
establishment of the non-profit organization confirmed that Grace Missionary Baptist 
Church, Inc. is seeking to meet its purpose and mission to offer a holistic ministry to 
better serve “the least of these” in the greater Memphis community, particularly the 
North Memphis community. 

The church has reached out into the community over the years, specifically 
helping those in need by providing benevolence and financial support, making 
referrals to respective agencies, contributing financially to various community 
agencies including Metropolitan Interfaith Association (MIFA), Christian 
Neighborhood Center, the Christian Jobs Conference and others. Additionally, there 
are informal ministries that exist which work with members to find employment, 
offer counseling and provide facilities for external groups to conduct support groups, 

1 Grace Missionary Baptist Church, Commemorative Journal (Memphis, TN: Grace Baptist 
Church, 2004), 49. 
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and host meetings. It was further noted in the church’s history that the church has 
been officially reaching out into the community since 1990, when it partnered joined 
with Shelby County Interfaith to fight economic and social injustice. Outreach 
continued in 1991 with establishing the prison ministry, in 1994 partnering with a 
local agency to offer food and clothing, in 1996 partnering with the Adopt-a-School 
program, adopting the Senior Citizens Nursing Home and organizing God’s Own 
Little Disciples (GOLD). 

At the present time, I’ve been attending Grace Missionary Baptist Church for 
nine months, and I’ve noticed that the church’s “outreach” ministry is struggling, or 
very close to being nonexistent. Due to the struggling outreach ministry, the pastor 
solicited my assistance after I retired from the United States Navy. As such, the 
church and those in leadership positions must realize that in order for the outreach to 
be successful, they must begin to rebuild and become strengthened from within, 
starting with each ministry and the leadership of the church. Doing so will afford the 
opportunity to be less inward focus and more outward focus which is a critical point 
and a part of the church’s mission. 

According to the Constitution and By-laws of the Grace Missionary Baptist 
Church, Inc., “the purpose of the church is “to magnify the Word of God, the 
teachings of Jesus, under the direction of the Holy Ghost, to promote personal and 
community worship, to provide opportunities for training, service, fellowship and 
Christian growth, to minister to spiritual and physical needs of its members, and to 
uphold and strengthen religious ethics of its members and society. The mission of 
Grace Missionary Baptist Church is stated as found in Matthew 28:19-20, “Go ye 
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therefore, and teach all nations, baptizing them in the name of the Father, and of the 
Son, and of the Holy Ghost. Teaching them to observe all things whatsoever I have 
commanded you: and, lo, I am with you always, even unto the end of the world. ” 2 
Acts 1:8 states, “...and ye shall be witnesses unto me both in Jerusalem, and in all 
Judaea, and in Samaria, and unto the uttermost part of the earth. The church’s 
central theme is, “For we walk by faith, not by sight as recorded in II Corinthians 5:7. 
The sub-theme for the past four years has been “Blessed to be a Blessing,” (Genesis 
12: l).” 3 The theme song of the church is “We’ve Come This Far by Faith,” which 
complements the central theme. All of which is concentrated on “going out” and 
“reaching out” to those that are un-churched, lost, hungry, naked, in prison, etc. 

There are several ministries on the roster of Grace Missionary Baptist 
Church. Some are functioning at a reasonable capacity. However, some are dormant, 
waiting to receive a fresh breath of life from an individual(s) that has received a 
spiritual boost from God. Many members participate in the weekly scheduled Sunday 
Morning Worship service, but few participate in the categorized ministries. The lack 
of participation can range from the member not knowing that the ministry exists to 
the member being unaware of the spiritual gift God has placed upon or within them. 

There are three distinct age groups that are represented within the church and 
they are as follow: 

1. Youth - This particular group encompasses children between the ages 

of infancy through seventeen-years of age; 

2 Biblical citations within the document are from the New International Version unless 
otherwise noted. 

3 Grace Missionary Baptist Church, Commemorative Journal (Memphis, TN: Grace Baptist 
Church, 2004), 49. 
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2. Young Adults - This group is comprised of individuals that range in ages 
between eighteen to thirty-five and; 

3. Seasoned - This group embodies the fifty-years old and over members. 
There is an old adage that states, “The future of the forest is in the little trees.” Now, 
with looking at the breakdown of ages within each respective group, one will 
immediately notice that there is a major gap between the young adults and the 
seasoned members of the church. For recognition sake, I will label them the “missed 
trees.” Once those trees have developed into what we perceive as being strong and 
prosperous, the question that comes to my mind is “are we allowing the missed trees 
to fall by the wayside, and not groom them again until they are seasoned?” Maybe 
not but the system at Grace Missionary Baptist Church has been cyclical for quite 
some time and is in need for an overhaul or, at a minimum a reorganization and 
possibly reshuffling. 

Most of the “missed trees” started out in the Youth Ministry and transitioned 
into the Young Adult Ministry and their participation range from stagnation to non¬ 
existent to non-involvement at all. Some appear to cling to the Young Adult Ministry 
even though they have reached and or surpassed the age limit of being a Young 
Adult. The clinging to the Young Adult Ministry is causing a “bottle-neck” affect and 
there is little to no upward mobility. A small group of young adults that have 
surpassed the age seem comfortable participating in some of the activities. However, 
several have chosen not to participate in the ministry due to their children being a part 
of the Young Adult Ministry and they prefer a ministry that will separate the two. 

I’ve spoken with several members that are categorized as “missed trees” and they 
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have expressed that there is no actual ministry for them to correlate within the church. 
The lack of ministerial opportunities have created a void and their participation in 
ministering to others as well as being ministered to themselves. 

When Pastor Crawford extended the possibility of becoming the Assistant 
Pastor which later was changed to Director of Ministries at Grace Missionary Baptist 
Church, I was excited. The excitement stemmed from the fact that he had been a 
mentor to me for most of my ministry life. I interviewed with the official board and 
they all expressed their trepidations surrounding the future of Grace Missionary 
Baptist Church. Upon hearing their feats and defeats, I begin to look back over my 
thirty years of military experience as a Navy and Marine Corps Chaplain. As a 
reflection, I understood how it was in total alignment with what Grace Missionary 
Baptist Church and Pastor Crawford was requesting of me. 

As I reflected over the thirty years of my military, I have most often been 
assigned duties where I have been tasked with grappling with and answering the 
question (from a spiritual perspective) “can these bones live.” More than half of my 
duties stations involved assessing, reevaluating, reorganizing, uprooting, tearing 
down, rebuilding and ultimately assisting a dilapidated command with a broken or 
defunct Command Religious Program (A Church) come to life again. This involved 
but was not limited to changing or updating policies, reorganizing the team or groups, 
moving personnel from one position to another position and in some cases assisting 
personnel to find a job and or employment that was better suited for the gifts that God 


had placed within the individual. 



10 

The official board voted to offer the position of Assistant Pastor but the Pastor 
later changed that decision to Director of Ministries. However, I had already 
accepted the challenge or job and decided to see it progress for one year. Prior to my 
accepting the position and during my interview with the Pastor and official Board 
Members, I recall making the statement “If I am offered and I accept the position of 
Assistant Pastor I want it to be clear that from our frank, open and honest dialogue I 
will not come to this position to make friends, join clicks, or cater to anyone, anybody 
or any organization. If the position is offered and I accept I will come to do the work 
of the Lord and to assist the pastor in realizing the vision, goals and dreams that God 
has placed upon his heart as the shepherd of this flock.” After accepting the position 
of Assistant Pastor that was later changed to Director of Ministries, I viewed Grace 
Missionary Baptist Church as another challenge that God was sending me to but this 
time it was in the civilian ministry world as oppose to the military world which 
brought on new and different challenges and required new and different strategies. 

For approximately two months, I analyzed the ritualistic second nature 
behavior of Grace Missionary Baptist Church. I noticed that the church is very 
dependent upon the pastor’s spiritual and administrative leadership. Very few 
decisions are made without the approval of the pastor. Quite often, members bypass 
the leader of a respective ministry to go to the pastor for an answer. This may be 
attributed to the mere absence of leadership in a ministry, or, the lack of knowledge 
or wherewithal within the current leader of a ministry. After observing, I transitioned 
into focusing on the root cause of the stagnancies of the overall church and their 


ministries. 
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Over a two-month time frame, I began to meet with the leaders of each 
ministry to give them an opportunity to express their thoughts and concerns 
surrounding their ministry. I started with the ministries that seemed to be functioning 
on a stable foundation based on their involvement during worship service and other 
services during the week. The leaders of these ministries were very forthcoming with 
information and expressed the desire for their ministry to be catapulted to the next 
level and increase participation. As I worked through the ministry listing, this portion 
encompassed those ministries that were barely operating or non-operational at all, 
merely in name. I noticed a major theme within each one. In each of the remaining 
ministries, the leaders displayed an extreme disconnect between the leader and the 
purpose of the ministry, as well as the vision, mission and guidance of the pastor. 
These individuals felt that their ministry was functioning fine because there were no 
registered concerns. At least no registered concerns that they were willing to hear 
and or receive. 

The lack of communication can be attributed to Grace Missionary Baptist 
Church operating in a non-transparent state and not holding the leaders of each 
ministry accountable. During my meetings with some of the ministry leaders there 
was concerned expressed that when requests were made for books and or materials 
they were informed that due to financial constraints, the budget did not allow their 
request to be approved. However, further inquiry revealed that some ministry heads 
were not being forthright and that their requests for materials had not been denied. 
However, those leaders who were repeatedly denied resulted in the leader(s) to 
disengage in the fulfillment of their duties and responsibilities. It is understandable 
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that when a leader or leaders reaches out in an attempt to grow and to execute the 
mission and is denied the resources it can cause frustration, which can lead to 
discouragement, anger and ultimately quitting. David Sawyer confirms this concept 
in “Work of the Church ” when he said, “Serving as a follower is not a simple task. 
Anyone who has tried to organize people, whether a community group or a church, 
knows that identifying the unique abilities of the followers is essential to help them 
serve the organization well.” 4 The ministry leaders understood that they needed 
resources to accomplish the mission. 

Another area of possible concern was the finance. It appears that the only 
individual that was aware of the financial situation was the Administrator Financial 
Secretary. The only time the parishioners were informed of the financial state of the 
church was when the church faced a financial downfall over an extended period of 
time. This information was translated to the entire church during a Sunday morning 
worship service. At that time, the pastor informed the parishioners “we are going out 
the back door, and I need your help.” He then relied on several members 
(approximately fifteen) to go above and beyond their tithes and offering by requesting 
a “strong” offering. Those parishioners provide the “strong” offering and the goal of 
the pastor to stop the “going out the back door” was accomplished. While this 
process was currently effective, it needs to be looked at as the pastor prepares to retire 
and the church prepares for another leader to serve in that leadership position of 
pastor. 


4 David Sawyer, Work of the Church: Getting the Job Done in Boards and Committees 
(Valley Forge, PA: Judson Press, 1986), 11. 
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In evaluating the analysis stage of this process, I observed that selective 
Associate Ministers would only be present when it was their Sunday to bring forth the 
preached word of God. Their participation in other weekly scheduled training 
sessions at the church was minimal to non-existent. On record, there were 
approximately five Associate Ministers within Grace Missionary Baptist Church. 

Each Minister was scheduled on a rotating basis to deliver the sermon once a month. 
Depending on who the speaker was, the number of parishioners that would attend 
service would severely fluctuate, so I decided to do a survey that involved the 
parishioners and their thoughts. At the completion of the survey, it was clear that the 
parishioners were struggling with receiving the word of God from certain Ministers. 
With this information, I now had a clearer understanding of why Grace was besieged 
to minister from within its walls and carry it to the extremities of the community. 

After my careful analysis determining the root cause of Grace Missionary 
Baptist Church being stagnant, this lead me to my evaluation and implementation 
process for Grace Missionary Ministries. Sawyer said, “Becoming a leader is an 
exhilarating, uncomfortable experience. Whether as a leader for a half hour 
discussion group in a worship service, or as head of the annual bazaar, suddenly the 
work of other people depends on one person.” 5 Within any organization, there must 
be a solid foundation in order for it to function and withstand the many obstacles that 
may arise. Within a church, the leader is referred to as the pastor or the under¬ 
shepherd, with Jesus being The Good Shepherd and the parishioners are the sheep. It 
is impossible for the pastor to see all, be all, and know all because he or she is not 
God. Additionally, the age and health of the pastor is a major factor in that he does 


5 Sawyer, Work of the Church, 19. 
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not have the energy to follow through on many projects that are ongoing. Therefore, 


qualified, dedicated, committed and effective leaders are needed in order to 
accomplish the mission of God and fulfill the mission and goals of the church. But 
several of the current leaders seem to be plagued with what Blanchard and Hodges 
talked about in their book “Lead Like Jesus. ” “Many leaders act as if the sheep are 
there only for the benefit of the shepherd,” and they miss the point that, sheep, beget 
other sheep in order for ministries to grow. 6 

With the approval of Pastor Crawford, I scheduled a collective meeting with 
the leaders of each ministry and included the Associate Ministers. The purpose of 
this meeting was to reveal the findings of my overall analysis of Grace Missionary 
Baptist Church and my suggested modifications and or implementations. I provided 
each ministry a hard copy of their actual duties and responsibilities. I allowed them 
to review their copy and ask questions surrounding the information that I presented to 
them. The most pressing questions came from an Associate Minister, “what is your 
function within the church... why were we not made aware that this was taking 
place.. .and have you actually joined Grace Missionary Baptist Church?” Without 
getting into the weeds of things I answered the questions and then proceeded with 
addressing areas of concerns with the ministries and how together I hope we could 
dialogue about those concerns and how to move the church forward. Pastor Crawford 
with his virtuoso wisdom supported my response and with that, I continued and 
concluded the meeting. Many present at the meeting were receptive but it was 


6 Ken Blanchard and Phil Hodges, Lead Like Jesus: Lessons from the Greatest Leadership 
Role Model of All Time (Nashville, TN: Thomas Nelson, 2008), 126. 
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obvious that several were struggling with the new direction that was laid out 
especially in the area of accountbility. 

Prior to the conclusion of the meeting I quoted a statement that I had read out 
of Sawyers book “Work of the Church. ” He said, “The purpose of our gifts is to 
serve the well-being of the church. Any follower, who insists on exercising a gift in a 
manner that is ultimately damaging to the church or to its unity, purity, or 
ecumenicity, has forgotten the words of Ephesians 4:12 in which gifts are described 
for ‘building up the body of Christ.” 7 There is clearly a void in leadership that needs 
to be addressed before a project can be successful. In order for internal or external 
ministering can be successful, the current leadership must get back to the basics of 
ministering. It was Edmund Burke who quoted in “Thoughts on the Cause of Present 
Discontents, ” “The only thing necessary for the triumph of evil is for good men to do 
nothing.” Likewise, all that is required for a church, organization or group to become 
ineffective is for a leader and in this case the pastor or his designated appointee to do 
nothing and one thing will be certain.... “the people will suffer.” 

When entering an unfamiliar territory to engage in conflict to disassemble the 
bad in order for the good to flourish, one must be prepared with spiritual, mental and 
physical training. God has afforded me the opportunity to achieve all three 
throughout my thirty-six years of being in the ministry and my thirty years of military 
service. The training that I utilize the most is spiritual and mental. When I received 
assignments to enter the trenches of putrefying organizations that clearly did not want 
to accept an outsiders recommendation of what would make them operate better. I 
begin to question God. “Why are most of my duty assignments a battlefield or where 


7 Sawyer, Work of the Church, 11. 
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I am faced with insumountable oposition?” God spoke to me and reminded me of a 
prayer that I prayed when I was eleven or twelve years old. I prayed to be one after 
God’s own heart. Therefore, he molded and shaped me into the likes of David, a 
great warrior. As Blanchard and Hodges said, “For the followers of Jesus, servant 
leadership isn’t an option; it’s a mandate. Servant leadership is to be a living 
statement of who we are in Christ, how we treat one another, and how we 
demonstrate the love of Christ to the whole world.” 8 Just as Samuel was directed by 
God to seek out a new leader for God’s people, I am convinced that Rev. Coleman 
Crawford, Jr. was in the same manner when he contacted me and offered me the 
opportunity to work with him and to become the next pastor of Grace Missionary 
Baptist Church. As always, before making any decision, I make sure I consult God 
and I await His response. The word of God says, “My soul, wait silently for God 
alone. For my expectation is from Him. He only is my rock and my salvation; He is 
my defense; I shall not be moved. In God is my salvation and my glory; The rock of 
my strength, and my refuge, is in God,” (Psalm 62:5-7). Then and only then, do I 
share my intentions and seek the rite of passage to approval from Rev. Crawford. 

At what point should the pastor take notice that he or she should gracefully 
bow out of the position before their health begins to deteriorate and becomes an issue 
during their pastoral reign. Due to the tradition of black Baptist churches, the pastor 
is allowed in many instances to serve in that position as long as he or she desires to, 
regardless of the pastor’s health, age, and energy. This is attributed to the fact that in 
Baptist churches the power lies within the hands of the people and the majory vote 
wins. As I continue to work within Grace Missionary Baptist Church and the 

8 Blanchard and Hodges, Lead Like Jesus, 188-189. 
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parishioners become accustomed to my leadership style and “energy,” I must be 
mindful that this could produce a possible mine field. Even though Pastor Crawford 
has publicly expressed his desire for me to become the next pastor, he has equally 
expressed that he is not ready to relinquish the role of pastor, just yet. When asked 
about retiring he usually answers, “ask God, only He knows.” 

My military training has equipped me with being steadfast, just as David 
remained to Saul. David never did anything to hurt Saul, even though the people 
pointed out the good things David accomplished. “Is not this David, of whom they 
sang one to another in dances, saying, Saul slew his thousands, and David his ten 
thousands?” (First Samuel 18:7). David continued to be subservient to Saul, as well 
as faithful and committed to God, thus God rejected Saul as king in His own time. 

When receiving concerns from the parishioners of Grace Missionary Baptist 
Church, I strategically, carefully and prayerfully provide responses and possible 
solutions where I am allowed. It has and must be understood and stated that any 
change, policy adjustment, moving of people from one position to another is done 
with the total support and blessing of the pastor because as Harry Truman said, “the 
buck stops with him.” 

Upon completing my assessment of the Grace Missionary Baptist Church, I 
have concluded that the church will benefit from training seminars for the entire 
leadership team. By having an external individual to provide seminars, there is no 
biased based training. This will allow the facilitator to provide much needed 
guidance to the leaders, thus encouraging the leaders to be much more receptive of 


God’s word, for God’s people. 
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“God is so good, so gracious, so loving, so thoughtful, and so kind that He 
sent one with the perfect road map, and therefore, the way has been laid out 
and prepared. The way is so plain and the road map is so easy to read that 
even a ‘not so smart’ guy like me can read it and understand it. The issue for 
us now is not whether we ‘know’ the way, but whether we will ‘follow’ the 
way that the messenger has laid out for us.” 9 

Topics presented during the training sessions will encompass the following: 

1. Servant Leadership 

2. The importance of ministry beyond the proclamation of the word 

3. The role of an Associate Minister 

Grace Missionary Baptist Church must be assisted with compassion on recognizing 
that God requires a spirit of excellence, not a “will-do” spirit. 

Some of the leaders within Grace Missionary Baptist Church operate in a 
realm of entitlement. They believe that due to their forefathers being one of the 
founding members and held leadership positions from generation to generation, or 
because they have made substantial financial contributions to Grace Missionary 
Baptist Church and this is what they believe keeps the church afloat, which is clearly 
not the case. 

I would like to create an environment that allows the entire church to move 
from merely eating manna in the wilderness, to eating from the food of the land of 
Canaan (the promised land), to become an effective church in the Twenty-First 
Century. They must understand and incorporate the philosophy “For where your 
treasure is, there will your heart be also,” (Matthew 6:21). Once this philosophy is 
taught, accepted and practiced it is my belief that the leaders will exhibit a spirit of 


9 Ronnie C. King, My Golden Nuggets: Life Changing Devotions and Meditations 
(Grandbury, TX: Latte Brothers Communications, 2012), 89. 
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cooperation, passion, enthusiasm, and motivation, which will be evident both inside 
as well as outside of the church walls. 

When I reflect upon Saul and David, it clearly shows me how God is bringing 
to fruition the things that he has spoken over my life, when it comes to my life’s path 
with Grace Missionary Baptist Church. Keeping in mind, it’s not about me, but it’s 
about God’s people. I cannot allow myself to be drawn into a pitfall, which may 
cause a split within the body of the church. A good leader, an effective leader, a 
godly leader must say, believe, exhibit that it’s not about him or her but it’s about the 
mission of God and the care, concern, feeding and ministry to God’s people. 



CHAPTER TWO 


BIBLICAL LOUNDATIONS 


The biblical foundations chapter will focus on the need for not only leadership but 
also having a viable succession plan in place before the present leader goes off the scene. 
It will look first at an Old Testament scripture that shows the concern of the leader at that 
time, Moses. His primary concern was making sure that the people he had led for over 
forty years were not left without effective leadership. Once it had been determined by 
God that his role as leader was complete, he partitioned God to select his successor. 

The fact that he partitioned God to select the next leader is a crucial point that will 
be briefly discussed in this paper. However, the emphasis will not be on the process but 
on having a viable successor in place to carry on the work of God. The fact that God was 
the one to select the successor is another critical point. It sets the stage for future 
generations to emulate and how important it is to include God in the selection of the next 
leader or successor, especially when it comes to leading God’s people. “So now, go. I am 
sending you to Pharaoh to bring my people the Israelites out of Egypt,” as recorded in Ex 
3:10, is the beginning of God selecting a leader to lead his people out of Egypt and the 
start of a journey that will take them across a Red Sea, through a wilderness, facing 
ferocious enemies and ultimately to the land of Canaan, the land of promise. Equally, it is 
the establishment of a nation, the Israelite, and as such, the need for strong leadership, 
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dedication, commitment and a willingness to be obedient to God. The Old Testament 

scripture is Numbers 27:18-23, and it states, 

So the Lord said to Moses, “Take Joshua son of Nun, a man in whom is the spirit 
of leadership, and lay your hand on him. Have him stand before Eleazar the priest 
and the entire assembly and commission him in their presence. Give him some of 
your authority so the whole Israelite community will obey him. He is to stand 
before Eleazar the priest, who will obtain decisions for him by inquiring of the 
Urim before the Lord. At his command he and the entire community of the 
Israelites will go out, and at his command they will come in.” Moses did as the 
Lord commanded him. He took Joshua and had him stand before Eleazar the 
priest and the whole assembly. Then he laid his hands on him and commissioned 
him, as the Lord instructed through Moses. 1 

The New Testament scripture details how a viable succession plan was in place from the 
beginning of John the Baptist’s ministry. John made it clear from the start of his ministry 
that he was only a forerunner for the one coming after him. A forerunner implies that 
there is a successor already lined up to take the helm at the appropriate time. Being a 
forerunner means that one realizes, in this case, John the Baptist was a preparer of the 
way for his successor, Jesus the Christ. The New Testament scripture will focus on John 
3:26-30, which reads, 

They came to John and said to him, Rabbi, that man who was with you on the 
other side of the Jordan - the one you testified about - look, he is baptizing, and 
everyone is going to him. To this John replied, A person can receive only what is 
given them from heaven. You yourselves can testify that I said, “I am not the 
Messiah but am sent ahead of him.” The bride belongs to the bridegroom. The 
friend who attends the bridegroom waits and listens for him, and is full of joy 
when he hears the bridegroom’s voice. That joy is mine, and it is now complete. 
He must become greater; I must become less. 


1 Biblical citations within the document are from the New International Version unless otherwise 
noted. Numbers 27:15-17. 
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W. E. B. Dubois stated that in addition to the preaching and singing the black religious 
experience is also noted for what he called, ‘the frenzy.’ 2 Traditionally, the black Baptist 
church does not have a strong reputation for preparing the future leader or pastor to 
assume the role. Instead, the current pastor departs the church and the remaining 
leadership is left with the responsibility of finding a new pastor. The fourth book in the 
Pentateuch, Numbers, not only tells the story of why God’s people wandered in the 
wilderness for forty years, it also sheds light upon the importance of having a trained, 
prepared and capable leader ready, willing and able to step in after one leader has moved 
on. The fact that the Children of Israel wandered in the wilderness for forty years will not 
be the focus or topic of discussion. Their wandering only serves as a backdrop to 
highlight the preparation of a successor, when one leader has reached the end of his time 
and how a group, church, organization or civic group would be wise to have a trained 
leader waiting in the wing to take over. 

Old Testament 

The Book of Numbers begins in the wilderness of Sinai and concludes in the 
plains of Moab by Jordan near Jericho. Most scholars believe that Moses is the author of 
Numbers, and it is dated between 1450-1420 B. C. “In short, the book of Numbers is 
about life with God during the journey to the destination of his promises, a journey we as 
God’s people are still undertaking.” 3 As such, it would be wise for us to take a deeper 
and methodical look at the Book of Numbers specifically as it relates to leadership 

2 Benjamin S. Baker, Special Occasions in the Black Church (Nashville, TN: Broadman Press, 

1989). 

3 Theology of Work Project, Numbers and Work: TOW Bible Commentary, accessed September 
30, 2015, http://www.theologyofwork.org/old-testament/numbers-and-work/. 
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succession, structure and discipline, laws and by-laws, and how God equipped the current 
leader with wisdom and knowledge to lead the people, and how God orchestrated a 
succession plan for the people and had the future leader under the tutelage of the current 
leader, learning and observing the role and responsibility of effective leadership. 

The fourth book in the Pentateuch does just that; it tells the story of a people of 
God, wandering in a wilderness, making multiple mistakes, challenging the leadership of 
the one who was called by God to lead them, displaying a lack of faith, and it reveals how 
the oncoming leader, Joshua, was groomed to take over after Moses was told that his time 
had come to an end. Henri Gaubert said, 

Moses fully realized that on account of his ‘sin’ Yahweh had refused to allow him 
to enter the Promised Land. That did not prevent him making a last desperate 
request for this favour. But Yahweh was angry at this. “Enough!” he said, “Speak 
to me no more of this” (Dt 3:23-26). The decision was irrevocable. 4 

The point is not that Moses was not a great leader because of his sin, but that Moses 

realized early in his career, after this particular sin (Nm 20: 9-12), that he would take the 

people of God to a point and then another would complete the work that he started. An 

argument can be made— based upon the attitude of Moses and the love and care for 

God’s people—that it was at this point that he started to think about his successor. 

Whether Moses started to groom his successor at this point or even realize who his 

successor was going to be is debatable. However, it is evident that Moses knew earlier in 

his journey that there needed to be a viable succession plan in place. 

To this point Kevin Beery said, 

On the eve of his death, Moses asked God to provide a successor to lead the 
people after his demise (Nm 27:16,17). God directed him to Joshua, whom He 
had already been preparing for many years. God’s spirit was in him. Forty years 


4 Henri Gaubert, Moses and Joshua: Founders of the Nation (New York, NY: Hastings House 
Publishers, 1969), 161. 
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before Moses’ death, God had begun to prepare Joshua for the task of leading the 

people to inherit the land. 5 

Whether a leader is moving on because of sin, age, sickness or death, every leader, 
Christian or Non-Christian, male or female, good or bad, will one day hear similar words: 
“enough, speak to me no more of this.” The “enough, speak to me no more of this” that is 
being referred to is that fact that every leader will reach the point that he or she must 
realize that their time is up and that God is calling another to take the mantle and move 
the organization, group, Sunday School class or church in one or another direction. 
Regardless of the need to change leadership, there needs to be a prepared leader ready, 
willing and able to take on the leadership role, and Moses realized this fact. 

For example, Joshua provides an excellent example of one who was prepared for 
the role of a prepared leader. Joshua was no ordinary Israelite. He had been in training for 
the job that God would call him to do from the moment the nation of Israel departed from 
Egypt. Like the prophet Jeremiah, before Joshua was formed in his mother’s womb God 
called him to be the second leader of his people. Moses, no doubt, observed the boldness 
of this young Israelite when “he appeared in history for the first time at Rephidim when 
the Israelites were on their way to Sinai and had been threatened by the Amalekites.” 6 
Again, when the twelve spies were sent out to do a recon of the area they were about to 
possess, it was Joshua along with Caleb that stood strong and said God is on our side and 
we can take the land. There can be little doubt that Joshua’s boldness and fearlessness 
attracted Moses’ attention and landed him the position of being Moses’ assistant. 

5 Kevin Beery, “The Moses-Joshua Succession from Joshua 1:1-18,” Assemblies of God 
Enrichment Journal, accessed September 29, 2015, 

http://enrichmentjournal.ag.Org/200902/200902_000_Moses_Joshua_succession.cfm. 

6 Gaubert, Moses and Joshua , 170. 
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It is quite clear based upon Nm 27:15-17 that God does not intend for his people 
to be “Shepard-less.” When Moses received orders from God that he was to die, he asked 
God as to whom his successor would be. “Moses said to the Lord, May the Lord, the God 
who gives breath to all living things, appoint someone over this community to go out and 
come in before them, one who will lead them out and bring them in, so the Lord’s people 
will not be like sheep without a shepherd.” Numbers 27 informs the reader that the Lord 
revealed to Moses his ensuring death, and the selection of Joshua would be his successor 
as the new leader of the Israelite people. 

What God revealed to Moses about leadership succession is a masterpiece that 
can be and should be followed by churches, civic organizations, schools and anyone that 
desires for an organization to be effective long after the current leader has left the scene. 
As stated by Theology of Work, 

Moses’ activities of organization, leadership, governance, and resource 
development are closely paralleled in virtually every sector of society today- 
business, government, military, education, religion, nonprofits, neighborhood 
associations, even families... The detailed attention Numbers gives to organizing 
workers, training leaders, creating civic accounting systems suggests that God still 
guides and empowers the ordering, governing, resourcing, and maintaining of 
social structures today. 7 

As previously stated, the Book of Numbers is not totally focused on leadership 

succession. In fact, most of Numbers, as its title implies, has to do with censorship and 

not leadership succession. Gleason Archer highlights this point when he said, 

The LXX labels it Arithmoi, or Numbers, because of the prominence of census 
figures. And yet the Hebrew title is quite appropriate to its general theme: Israel 
under God’s training in the wilderness. Historical narrative occupies a larger 
proportion of Numbers more so than in Leviticus or Deuteronomy, and the period 


7 Theology of Work, “God Numbers and Orders the Nation of Israel (Numbers 1:1-2:34): TOW 
Bible Commentary,” accessed September 29, 2015, https://www.theologyofwork.org/old- 
testament/numbers-and-work/god-numbers-and-orders-the-nation-of-israel-numbers-11 -234/. 
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of years involved is far greater (forty years of discipline) than in other books of 
the Pentateuch (including Genesis). 8 

However, as Archer points out. Numbers is primarily concerned with “the prominence of 

census figures” it would be a travesty not to take notice of the message concerning 

leadership succession found in Nm 27:18-23. 

In Nm 27:18-23 we witness the strong leadership qualities of Joshua when God 

instructed Moses to be a guide to Joshua, for Joshua was spirit filled and showed a desire 

to be a godly leader as in these eight verses: 

And the Lord said unto Moses, Take thee Joshua the son of Nun, a man in whom 
is the spirit, and lay thine hand upon him; And set him before Eleazar the priest, 
and before all the congregation; and give him a charge in their sight. And thou 
shalt put some of thine honour upon him, that all the congregation of the children 
of Israel may be obedient. And he shall stand before Eleazar the priest, who shall 
ask counsel for him after the judgment of Urim before the Lord: at his word shall 
they go out, and at his word they shall come in, both he, and all the children of 
Israel with him, even all the congregation. And Moses did as the Lord 
commanded him: and he took Joshua, and set him before Eleazar the priest, and 
before all the congregation: And he laid his hands upon him, and gave him a 
charge, as the Lord commanded by the hand of Moses. 

Numbers 27:18 make it clear who is to be the next leader of the Israelites and who is to 

be Moses’ successor. “Take thee Joshua the son of Nun, a man in whom is the spirit, and 

lay thine hand upon him,” says the Lord. Notice that God not only identifies who is to be 

Moses’ successor, but also points out a quality that is apparently important for one to lead 

his people (i.e. “a man in whom is the spirit”). This verse also highlights the fact that 

leadership selection and who is to be the successor should come from God. 

Lurthermore, it should be noted that it was God that identified to Moses that 

Joshua was one in whom the spirit resided. It was God that identified to Moses that 

Joshua was the select one to be his successor, and as such, when God stamped the seal of 


8 Gleason Archer, Jr., A Survey of Old Testament Introduction (Chicago, IL: Moody Press, 1994), 

263 . 
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approval upon Joshua, He solidified it by assuring Moses that his successor was one in 
whom the spirit resided. Since God selected Joshua that is an indication that he was 
prepared and capable to lead the Israelites. 

For additional comments about Joshua being full of the spirit and the laying on of 
hands, one should read Dt 34:9, which states, “Now Joshua son of Nun was filled with 
the spirit of wisdom because Moses had laid his hands on him.” It is not certain whether 
or not the mentioning of the laying on of hands in Dt 34:9 refers to Nm 27:18, but one 
can make an argument based upon the statement “Moses had laid his hands on him” that 
this was done previously. What is certain, however, is that the laying on of hands by 
Moses upon Joshua mentioned in Nm 27: 18 signifies a significant occurrence. 
Additionally, 

The laying on of hands as a symbol of the conferring of authority or the imputing 
of responsibility is ancient Biblical practice. Jacob followed this custom when 
conveying blessing on Joseph’s sons (Gen 48:14). The people of Israel transferred 
their responsibility by laying hands on the Levites (Nm 8:10), and the Levites 
referred their own guilt to the atonement bullocks by laying on of hands. 9 

Not only is this rite of laying on of hands mentioned in the Old Testament it’s mentioned 

also in the New Testament. According to Matthew Henry, this rite of imposing hands 

Is the setting apart of gospel ministers, denoting a solemn designation of them to 
the office and an earnest desire that God would qualify them for it and own them 
in it. It is the offering of them to Christ and his church for living sacrifices. He 
must present him to Eleazar and the people, set him before them, that they might 
know him to be designed of God for this great trust and consent to that 
designation. 10 


9 Charles F. Pfeiffer and Everett F. Harrison, eds.. The Wycliffe Bible Commentary (Chicago, IL: 
Moody Press, 1962), 147. 

10 Matthew Henry, “Matthew Henry's Complete Commentary on the Bible,” StudyLight.org, 
September 19, 2015, http://www.studylight.org/commentaries/mhm/. 
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As a result of Moses’ leadership abilities and obedience to God, Joshua was placed in a 
position to develop and implement strong spiritual disciplines, which resulted in him 
being an effective leader. Additionally, “Joshua was proactive about spending one-on-one 
time with God. He did not rely exclusively on the counsel of men. Joshua learned early in 
his career that spending time with God brings an understanding of the will of 
God.” 11 This quality of spending one-on-one time with God was probably one of those 
qualities that Joshua observed and admired in his predecessor Moses. It can be certain 
that Joshua observed and witnessed Moses spending one-on-one time with God and 
realized the results of doing so. It should be noted “that Joshua's name was originally 
Hoshea, which means ‘salvation’ or ‘he saves.’ But Moses called him Joshua, which 
means ‘The Lord saves.’ Henceforth even his name would remind Joshua that God is the 
source of power and salvation.” 12 It is as if Moses wanted to seal in Joshua’s mind the 
fact that it is the Lord who saves and it is the Lord who will be the source of his power as 
He had been for him. 

Attention should also be paid to the care and concern that Moses exhibited toward 
the one that he knew was to be his successor. Moses could have easily displayed a spirit 
of contention toward Joshua. However, his attitude was totally the opposite. Matthew 
Henry observed this trait as well when he said, “envious spirits do not love their 
successors; but Moses was not one of these. We should concern ourselves, both in our 
prayers and in our endeavors, for the rising generation that religion may be maintained 


11 Patrick Layhee, “Joshua’s Early Training,” God’s Career Guide: Applying God’s Work to the 
World of Work, accessed October 1, 2015, http://godscareerguide.com/joshua-spiritual-training/. 

12 Brent Thorwall, “Personal Background on Joshua,” Believersweb, posted March 17, 2003, 
accessed September 19, 2015, http://www.believersweb.org/view.cfm?ID=132. 
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and advanced, when we are in our graves.” 13 Any leader who is worth his or her weight 
in gold is one who is not only responsible and concerned for the people during his or her 
lifetime, but afterwards also. It is obvious that Moses was such a leader. 

Moses brought Joshua before the people and confirmed him as the next 
leader. This action did not take place due to the needs and desires of the people, but due 
to the will and instructions of God. This was the implementation of a succession plan to 
be beneficial to all parties involved. God has always been organized from the beginning 
of time, even until leading the people out of Egypt. If we as people of God read, 
understand and implement the word of God, why does it seem to be so difficult for the 
traditional black Baptist churches to incorporate a succession plan in the pastoral position 
of the church? If churches implement a credible and viable succession plan for pastors, 
the result will be an ongoing healthy congregation, just as it happened for the people of 
Israel. 

Moses understood that the person God had selected to succeed him was “a man in 
whom is the Spirit, the Spirit of grace. He is a good man, fearing God and hating 
covetousness, and acting from principle. He has the spirit of government; he is fit to do 
the work and discharge the trusts of his place.” 14 It is certain that Moses had no hesitation 
“laying his hand upon his successor,” and presenting him before the priest to be blessed 
and the people for acceptance. 


13 Thomas Nelson, The Matthew Henry Study Bible: King Janies Version (Ontario, Canada: World 
Publishing, 2010), 1198. 


14 Nelson, The Matthew Henry, 1199. 
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In searching the scriptures, it is clear that Moses intentionally invested in the life 

of Joshua. 15 From the time the Israelites departed out of Egypt, Joshua was Moses’ 

“armor-bearer” and he had the opportunity to witness the highs and lows of being a 

leader of God’s people. It was Joshua who fought the Amalekites as instructed by Moses 

(Ex 17:10); it was Joshua who was with Moses on the mountain when Moses was 

summoned by God to come up for a conversation, and he drew the wrong conclusion 

after hearing noise in the camp of God’s people (Ex 32:17). Joshua thought that the noise 

was the noise of war but Moses informed his young armor-bearer that the noise was the 

noise of idolatry. Although Moses had the privilege of conversing with God and was 

informed by God as to the nature of the noise, he was in a gentle way teaching his 

successor not to be hasty in drawing the wrong conclusion. 

Therefore, when Joshua was ready and had been confirmed by God as the next 

leader, Moses presented Joshua before Eleazar and the entire congregation to declare and 

confirm the word God bestowed upon Moses. 

He, (Joshua) must be charged with the people of Israel, who were delivered into 
his hand as sheep into the hand of a shepherd, and for whom he must be 
accountable. He must be strictly charged to do his duty to them though they were 
under his command, he was under God's command, and from him must receive 
charge. The highest must know that there is a higher than they. This charge must 
be given him in their sight, that it might be the more affecting to Joshua, and that 
the people, seeing the work and care of their prince, might be the more engaged to 
assist and encourage him. 16 

This act of setting Joshua before the priest and the entire congregation and giving him a 
charge in the sight of the people is similar to what happened to Jesus after he was 


15 Eric Geiger, Legacy Leadership: The Leadership Wisdom of the Apostle Paul (Nashville, TN: 
Lifeway Christian Resources, 2015). 

16 Henry, “Matthew Henry's,” accessed September 21, 2015, 
http://www.studylight.org/commentaries/mhm/. 
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baptized. God spoke confirmation to the people about the authenticity of the ministry of 
his son Jesus when He said, “this is my son in whom I am well pleased,” (Mt 3:17). 

Unlike Moses, who was summoned by God to a burning bush and told to go to the 
leaders and informed them that he had been commissioned by God to be their deliverer, 
Joshua had the benefit of Moses—who had been the leader for over forty years—to 
endorse his resume. What a powerful endorsement it is for a successor to receive the 
recommendation and approval of such a respected leader. When Moses had Joshua to 
stand before the people and give him his stamp of approval, it set Joshua up to be an 
accepted successor and possibly prevented him from the normal mundane things that a 
successor may or may not be faced to handle. 

The process that was implemented by God in the selection of a leader as indicated 
in Nm 27:19 can alleviate problems for the incoming leader as well as the congregation. 
As seen in Nm 27:19, this process was not only accepted by the people but it ensured the 
people that God sanctioned their new leader and the respected outgoing leader did so as 
well. Additionally, Nm 27:19 reflects the need for transparency by the outgoing leader. 
Doing so will ensure that the leader have been selected by God and has the spirit of God, 
that there has been a transfer of authority and power between the current respected leader, 
and that the outgoing leader gives his approval. Although the approval of “man” can be 
risky in some cases, having it is just as important as having God’s approval. Numbers 
27:19 raises serious questions about pulpit search committees and the issue of whether 
God is selecting the leader or the members of the search committee are doing so. 

Numbers 27:20-21 provides additional insight on the dangers of placing the selection of a 
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new leader in the hands of a search committee. It also sheds additional light on the 
importance of the current leader identifying a successor. 

In his commentary, Benson stated, “That is, communicate some of thy authority 
to him at present; no longer use him as a servant, but as a brother, and as thy associate in 
the government. This was enjoined in order that the people, being used to obey him 
while Moses lived, might do it afterward the more cheerfully.” 17 When a respected leader 
presents a suitable successor to parishioners, they will be more susceptible to receive, 
respect, value and appreciate the leader’s choice. Moses requested for the priest to bestow 
honor upon Joshua in an open forum, rather than make his decision known to a select 
few. Pfeiffer said, “This honor was the authority Joshua needed in order to have the 
respect of the people as their leader.” 18 In some black churches, you have select 
individuals that the pastor may share information with in a meeting that concerns the 
entire congregation. This can ultimately cause dissension between the congregation and 
the newly appointed leader, which can lead to the disintegration of a successful church. 

The succession process ordained by God in this situation serves as a model for 
future groups to emulate and follow. This seems to have been a type of charge for Joshua 
in that he was told to stand before the priest and the people. Matthew Henry expounds on 
this point by saying, 

He shall stand before Eleazar, meaning to stand by him to consult the oracle, 
ready to receive and observe all the instructions that should be given him by it. 
This was a direction to Joshua. Though he was full of the Spirit, and had all this 
honour put upon him, yet he must do nothing without asking counsel of God, not 
leaning to his own understanding. It was also a great encouragement to him. To 
govern Israel and to conquer Canaan, were two hard tasks, but God assures him 

17 Joseph Benson, “Benson's Commentary on the Old and New Testaments,” StudyLight.org, 
accessed September 24, 2015, http://www.studylight.org/commentaries/rbc/. 

18 Pfeiffer and Harrison, The Wyclijfe Bible Commentary , 147. 
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that in both he should be under a divine conduct and in every difficult case God 
would advise him as to what was best. Moses had recourse to the oracle of God 
himself, but Joshua and the succeeding judges must use the ministry of the high 
priest, and consult the judgment of Urim, which, the Jews say, might not be 
enquired of but by the king or the head of the Sanhedrim, or by the agent or 
representative of the people, for them, and in their name. Thus the government of 
Israel was now purely divine, for both the designation and direction of their 
princes were entirely so. At the word of the priest, according to the “judgment of 
Urim,” Joshua and all Israel must go out and come in and no doubt God, who thus 
guided, would preserve both their going out and their coming in. 19 

Bruce K. Waltke said in Finding the Will of God: A Pagan Notion? 

Some translate the words urim and thummin to mean ‘curse’ and ‘blessing,’ 
others simply ‘dark’ and ‘light,’ although the literal translation seems to be ‘light’ 
and ‘perfections.’ There is no proof that there were any two items; some early 
rabbis believed that the urim and thummin were a series of stones with Hebraic 
characters on them by which the Lord could spell out a message for the high 
priest. However, most scholars believe them to be two sticks or stones, perhaps 
precious stones that God used in a miraculous way to reveal His will. 20 

Regardless of the meaning, Joshua would apparently be dependent on the urim as well as 

the priest for direction and guidance from God. This is different from his predecessor 

Moses because Moses spoke directly to God. However, this is not to insinuate that Joshua 

was any less connected to God than Moses, but that the method of communication was 

different on some occasions. 

Joshua at the most had but some of the honor of Moses, and in many instances 
came short of him but this seems to be meant of his taking him now, while he 
lived, into partnership with him in the government and admitting him to act with 
authority as his assistant. It is an honor to be employed for God and his church 
some of this honor must be put upon Joshua, that the people, being used to obey 
him while Moses lived, might the more cheerfully do it afterwards. 21 


19 Henry, “Matthew Henry's,” accessed September 24, 2015, 
http://www.studylight.org/commentaries/mhm/. 

20 Bruce K. Waltke, Finding the Will of God: A Pagan Notion? (Gresham, OR: Vision House 
Publishing Inc., 1995), 62-64. 

21 Waltke, Finding the Will of God, 62-64. 
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In looking at the leadership qualities, the theme of obedience presented itself constantly 
throughout the selected pericope, specifically in Nm 27:22 and 23, “And Moses did as 
the Lord commanded him: and he took Joshua, and set him before Eleazar the priest, and 
before all the congregation: And he laid his hands upon him, and gave him a charge, as 
the Lord commanded by the hand of Moses.” Even though Moses may have been 
disappointed and, to a certain degree, upset with the Lord that he would not be allowed to 
complete the work that he started, he still obeyed the Lord. One can only imagine how 
Moses must have felt when pleading with the Lord to allow him to complete the task that 
he did not volunteer for, did not request and tried to get out of, and yet God said to him, 
“no the completion of the job will be accomplished by someone else.” Thus, Moses 
obeyed orders and “did as the Lord commanded him.” 

Robert Hawker said in Poor Man’s Commentary, 

The conduct of Moses, in so cheerfully obeying the Lord, is ever to be admired 
and applauded; and we should desire grace to imitate it. Moses had his relations; 
and naturally, no doubt, had it pleased the Lord, he might have been glad to have 
seen one of them taken for his successor. But grace enabled him to triumph over 
nature; and to prefer God’s honour and glory to every worldly private interest. 22 

Many scholars commented on Nm 27:22 as to how Moses obeyed the Lord and how he 

honored his successor Joshua. 

In the whole history of Israel there arose no prophet or ruler in all respects like 
unto Moses till the Messiah appeared, whose glory eclipsed all. But Joshua was 
honored and qualified in an eminent degree, through the special service of the 
high priest, who asked counsel for him after the judgment of Urim before the 
Lord. 23 


22 Robert Hawker, The Works of Robert Hawker: Poor Man’s Commentary (Harrington, DE: 
Delmarva Publication, 2013), 17523. 

23 Henry, “Matthew Henry's,” accessed September 24, 2015, 
http://www.studylight.org/commentaries/mhm/. 



35 


Moses proved to be an effective leader by displaying a sincere and genuine concern for 
the people. God’s plan was to destroy the Jews and start a new nation with Moses, but 
Moses had refused (14:11-19; Ex. 32:7-14) and continued to intercede. Despite the 
challenges Moses faced of being misunderstood, criticized and nearly stoned, he 
remained faithful to the people that he shepherd. The greater concern that Moses 
possessed was placed on the welfare and well-being of the people. (1 Kings 22:17; Zech. 
10:2; Matt. 9:36; Mark 6:34). 24 

As previously mentioned, Moses displayed an excellent example toward his 
successor. One can only imagine the excitement that Joshua must have experienced 
when he was afforded the opportunity to succeed the one who he had watched for over 
forty years lead the people of God. It must have been both rewarding and humbling for 
Joshua as he listened to Moses give his seal of approval for him to be his successor. 
Additionally, for his final act and on his way to meet his maker, Moses still displayed one 
last example for his young successor to emulate. That was the ability to bow out 
gracefully and uplift the one that is to come after him. John F. Walvoord explains that 
Moses wanted a leader with quality characteristics to replace his role. Due to this desire, 
he petitioned God to make the appropriate selection. Moses was well aware of the fact 
that if God made the selection, it would guarantee the wisdom of His choice. The 
response of the Lord was immediate with the instructions to appoint Joshua, the son of 
Nun, that was filled with the Spirit. Further, Joshua was recommended because he 
already possessed the necessary qualities and capabilities to lead effectively. Therefore, 
Joshua was the ideal candidate for the successor of Moses. The interesting component of 

24 Frank E. Gaebelein, The Expositor's Bible Commentary: With the New International Version of 
the Holy Bible (Grand Rapids, MI: Zondervan Publishing House, 1976). 
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the naming of the successor was the requirement that the appointment be made a public 
offering so that the community could embrace and respect Joshua as the selected leader. 
The public display of the laying on of the hands was an act of commissioning Joshua to 
stand symbolically before Eleazar, the priest. 25 

In conclusion, Nm 27:18-23 deals with the selection of Moses’ successor and how 
God selected the one to be the leader of his people after Moses moved off the scene. The 
majority of the book is centered on laws, rules and regulations, and the wandering of 
God’s people in the wilderness. In fact, the Wycliffe Bible Commentary notes, “Among 
the ancient titles given to this book is the one used in our present Hebrew Bibles 
‘bmidbar’ meaning ‘in the wilderness.’” 26 

To get a clearer picture of the Book of Numbers, one should also study Ex, Lv 
and Dt. Doing so will show how God took a group of people that had been enslaved for 
over 400 years, provided them with a selected leader, established rules and regulations 
for them to live by, revealed Himself through a forces of nature, proved to them that the 
mighty army of Egypt was no match for Him, fed them with food that He personally 
provided, defended them against their enemies, disciplined them when they disobeyed 
Him, and when it was time for another leader to be selected, He hand-picked the one to 
be the next leader of His people (i.e. a viable succession plan). 

Numbers 27: 18-23 is only one example of God’s desire that His people are not 
without a shepherd. After Moses came Joshua; after Joshua came the Judges; after the 


25 John F. Walvoord, The Bible Knowledge Commentary: An Exposition of the Scriptures 
(Wheaton, IL: Victor Books, 1983). 


26 Pfeiffer and Harrison, The Wycliffe Bible Commentary , 111. 
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Judges came the Kings; after the Kings came the Prophets; after the Prophets came Jesus. 
Kevin Beery said, 

The transition from Moses’ to Joshua’s leadership constitutes one of the greatest 
examples of succession in the bible. The biblical pages record many examples of 
botched succession there are fewer examples where succession worked. The call 
of Joshua (1:1-18) highlights how this transition was choreographed and why it 
was effective. 27 

God is clear that His people are to have a leader and the black Baptist church is no 
different. The prevailing issue for most black Baptist churches is to have a viable 
succession plan in place so that the people of God will not have to wander in the 
wilderness without someone who has been selected and called by God to lead them. 

Every black Baptist church pastor should take a play out of Moses’ playbook and ensure 
that there is a qualified leader selected by God to take his or her place. After all, it was 
Moses who approached God about a successor and he did so realizing that the people of 
God needed someone to lead them after he had reached the point of realizing that his 
season of leadership was about to end. 

New Testament 

The New Testament scripture is indicating that a viable succession plan was in 
place from the beginning of the ministry of John the Baptist. John specified from the 
beginning that his ministry was two-fold: firstly, to preach repentance for the kingdom of 
God; and secondly, to prepare the way for the coming Messiah, Jesus Christ. This point is 
emphasized in several places in the first chapter of John. First, Jn 1:6 says, “There was a 
man sent from God whose name was John. He came as a ‘witness’ to testify concerning 

27 Beery, “The Moses-Joshua,” accessed September 29, 2015, 
http://enrichmentjournal.ag.Org/200902/200902_000_Moses_Joshua_succession.cfm. 
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that light, so that through him all might believe.” John 1:15 says, “John testified 
concerning him. He cried out, saying, This is the one I spoke about when I said, ‘He who 
come after me has surpassed me because he was before me.’” Again, in Jn 1:23, “John 
replied in the words of Isaiah the prophet, I am the voice of one calling in the wilderness, 
‘Make straight the way of the Lord.’” In Jn 1:27, John, speaking about his successor, 
said, “He is the one who comes after me, the straps of whose sandals I am not worthy to 
untie.” Finally, at the baptismal of Jesus in Jn 1:30, when John saw Jesus coming toward 
him, he exclaimed, “This is the one I meant when I said, ‘A man who comes after me has 
surpassed me because he was before me.’” 

The New Testament scripture of Jn 3: 26-30 will serve as the foundational text, 
which states, 

They came to John and said to him, Rabbi, that man who was with you on the 
other side of the Jordan-the one you testified about-look, he is baptizing, and 
everyone is going to him. To this John replied, A person can receive only what is 
given them from heaven. You yourselves can testify that I said, ‘I am not the 
Messiah but am sent ahead of him.’ The bride belongs to the bridegroom. The 
friend who attend the bridegroom waits and listens for him, and is full of joy 
when he hears the bridegroom’s voice. That joy is mine, and it is now complete. 
He must become greater; I must become less. 

Thinking about this particular scripture and the discussion about a viable succession plan 

is an indication to “stay in your lane,” which was often used during the military 

experience. The saying means that one should not attempt to do things that are not in his 

or her range. Reviewing Jn 3:26-30, it is evident that John wanted to make sure that he 

not only stay in his lane but remind his disciples that he was only a forerunner for the one 


coming after him. 
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In terms of the authorship of the gospel of John, Paul N. Benware stated, 

No verse in this gospel records the name of the author. However, the traditional 
view that the author was John the apostle has very early support. Irenaeus (A.D. 
120-202) and Theophilus of Antioch (A.D. 115-188) both testify that John was 
the author of this fourth gospel. Irenaeus’ witness is particularly interesting since 
he claims to have received his information from Polycrap, a disciple of the apostle 
John himself. Although few have proposed alternate views of authorship, the 
evidence strongly supports John the apostle as the author. 28 

Benware further states that, 

Certain details within the gospel of John point to a later date. (For example, it 
must have taken some time for the false story about John not dying to circulate 
around the church, 21:23). And, once again, the testimony of the church fathers is 
valuable. For example, Irenaeus stated that John wrote the gospel while living in 
Ephesus, which mandates a later date because John did not go there until later, 
toward the end of the first century. 29 

Regardless of the authorship or the time the gospel of John was written, the purpose for 
his writing was clear, “that ye might believe that Jesus is the Christ, the Son of God; and 
that believing ye might have life through his name,” (Jn 20:31). As John L. Hill stated in 
Studies in John’s Gospel , 

We shall study this Gospel somewhat in detail, but we would not permit such 
study to deprive us of the privilege of lingering over it. It is infinitely more 
important to know what the Bible says than it is to know what someone, no matter 
how distinguished, has to say about the Bible. 30 

Likewise, the focus will not be on the authorship, date and time of this gospel nor the 

different arguments of various theologians. The point is that John was clear in the latter 

part of the third chapter that he was a forerunner of Christ and his mission was “preparer 

of the way.” 


28 Paul N. Benware, Everyman’s Bible Commentary: Survey of The New Testament , rev. ed. 
(Chicago, IL: Moody Press, 1990), 124. 

29 Benware, Everyman’s Bible Commentary, 124. 

30 John L. Hill, in the preface of Studies in John’s Gospel (Nashville, TN: Broadman Press, 1948), 
ix. 
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Furthermore, the date and time of this gospel may be in question by some 
theologians, but the authenticity and its value are not in question. In The Interpreter’s 
Dictionary of the Bible , one reads, “John was highly valued in ancient times as the 
‘spiritual gospel,’ first so called by Clement of Alexandria, and was perhaps the single 
most influential book of the New Testament in the fashioning of early Christian 
dogma.” 31 Regardless of the many debates about this gospel and other issues, it would be 
prudent for a church, organization, civic group or organization to keep in mind that every 
leader has a season, and when his or her season is over it would be wise to have a viable 
succession plan in place. 

As it was in the case of Moses, John’s testimony is a clear indication that not only 
should there be a succession plan in place but God ordained it to be so. Therefore, when 
an argument arose between John’s disciples and a certain Jew over the matter of 
ceremonial washing, they came to John and said to him, “Rabbi, that man who was with 
you on the other side of the Jordan, the one you testified about, look, he is baptizing, and 
everyone is going to him,” (Jn 3:26). John used this as an opportunity to remind his 
disciples about his earlier statements that the one who is baptizing more than he is the one 
that he spoke about earlier in his ministry. 

As stated, John could have easily made a tense situation worse by feeding into the 
power struggle of the disciples. However, he reminded them that, “A person can receive 
only what is given them from heaven. You yourselves can testify that I said, ‘I am not the 
Messiah but am sent ahead of him.’ He must become greater; I must become less,” (Jn 3: 
27). In stating this fact, John is saying to his disciples that his time has come to an end 

31 George Arthur Buttrick, The Interpreter’s Dictionary of the Bible , 2nd ed., (Nashville, TN: 
Abingdon Press, 1962), 992. 
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and that it is time for him to decrease and for Jesus to increase. It was time for John to 
pass the baton on to Jesus and for Jesus to pick it up and continue the race. 

In the case of John, Jesus was his successor. It did not matter that Jesus was “the 
word made flesh,” both John and Jesus understood that each had a calling and that each 
could not increase or decrease until each season had come. Thus, John testified that it was 
now time for his successor to move forward with the plan that the Father had from the 
creation of the world and before time. It was time for John to take a back seat to his 
successor and Jn 3:26-30 was a clear indication that he perfectly understood. 

The concern that was raised by John’s disciples is one that is still being raised 
today, especially when it comes to the succession of one pastor and another, as well as 
how one evangelist or pastor is receiving more disciples or members than the next. Thus, 
if the leader is not careful in how he or she responds to this perceived problem, it can 
cause an uproar that all will lose sight of why any pastor, preacher or teacher of the 
gospel is called to spread the gospel to the people of God. John’s response to his disciples 
was simply to remind them of what he said from the beginning of his ministry and his 
teaching that, “I am a voice of one calling in the wilderness, make straight the way for the 
Lord.” John knew from the beginning that his job was only to prepare for the coming of 
Jesus, whom his disciples said “was baptizing more disciples than he.” 

Before Jn 3:26, the writer tell us that, “After these things came Jesus and his 
disciples into the land of Judea; and there he tarried with them, and baptized.” The facts 
that Jesus and John were in the same area, that John’s popularity could have been 
lessened, and that Jesus was baptizing more disciples than John could have resulted in a 
bit of jealousy from John’s disciples. The Wyclijfe Bible Commentary states, “The fact 
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that Jesus and his disciples carried on a work of preaching and baptizing in Judea while 
John and his followers conducted a similar work in another area led to the suspicion that 
the two were in competition .” 32 John F. Walvoord further proposes that John’s disciples 
could have been angry, jealous and disloyal to Jesus . 33 One need not spend a lot of time 
debating or discussing whether or not John’s disciples were jealous or whether there was 
competition between the two groups of disciples. Instead, Warren W. Wiersbe believes 
the greater focus should be placed on the fact that John’s disciples were indirectly placing 
him in competition with Jesus Christ . 34 

The point remains, John who was the leader of his disciples, did not seize the 
opportunity to cause further possible friction between the disciples. In fact, George R. 
Beasley-Murray in Word Biblical Commentary said, ‘‘While at one time a number of 
scholars considered this a reflection back into the ministry of later rivalry between the 
Church and the followers of John, most now see this as a remnant of primitive tradition 
unknown to the synoptists .” 35 Adam Clarke’s Commentary further adds that power and 
direction are granted from heaven. Therefore, it is clear that John understood his role of a 
forerunner to the Messiah. As a forerunner, the expectation was not to start a separate 
party, but to direct men to the Lamb of God that had the power to eradicate their sins . 36 


32 Pfeiffer and Harrison, The Wyclijfe Bible Commentary, 1079. 

33 Walvoord, The Bible Knowledge Commentary. 

34 Warren W. Wiersbe, The Wiersbe Bible Commentary: The Complete New Testament (Colorado 
Springs, CO: David C. Cook, 2007). 

35 George R. Beasley-Murray, Word Biblical Commentary (Waco, TX: Word Books, 1987), 52. 

36 Adam Clarke and Ralph Earle, Adam Clarke's Commentary on the Bible (Kansas City, MO: 
Baker Book House, 1967). 
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Both Beasley-Murray and Clarke’s Commentary highlighted the point that John 
was determined to keep his disciples as well as the readers of Jn 3:27-28 mindful of the 
reality that what he received (i.e. his commission and the succession plan) was from God. 
If one is commissioned by God to do a job, it is God’s prerogative to determine when that 
job is complete and who will serve as the successor. By naming the successor, it should 
have been a tremendous relief and comfort for Moses and John to realize that the burden 
of a successor was in the hand of God, who is ultimately responsible for His people. 
Coming to this realization can save one much headache and hardship by understanding 
that his or her congregation, large or small, is a gift from God and that, “A man can 
receive nothing unless it comes from above.” The Psalmist makes this point as well in Ps 
75:6-7, where it states, “For exaltation comes neither from the east nor from the west nor 
from the south. But God is the Judge; He puts down one, and exalts another.” James also 
highlights this point when he said, “Every good and perfect gift is from above, coming 
down from the Father of the heavenly lights, who does not change like shifting shadows,” 
(Jas 1:17). John, therefore, was correct in teaching his disciples that whatever success he 
had, whatever disciples he had baptized; he did so because they were sent to him by God. 

John 3:26-30 and the above mentioned scriptures are a caution for all to take 
heed. The caution being given is that it is a dangerous thing to be jealous of another, 
especially when one knows that his or her job is to prepare the way for another. John 
would have been a poor leader had he not taken advantage of this teachable moment and 
recalibrate the thinking of his disciples back on the teaching that he had been doing from 
the beginning. Many have fallen in the trap of envy because they fail to keep in mind that 
one plants, another waters, but it is God who gives the increase, (1 Cor 3:7). When John 
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spoke these words to his disciples, he was letting them know not only that he was a 
forerunner for Christ, but also there was no competition, jealousy, envy or issues between 
him and his successor. 

John’s main purpose is exactly the same as it is for any Christian, evangelist, 
teacher, minister or follower today: to point people to Christ and not to bring glory and 
honor to one’s self. Additionally, John is laying out an argument for an effective 
succession plan and detailing who is the selector of the successor. To understand that 
every leader, teacher, preacher, evangelist, prophet, etc. is a “fore-runner” for someone is 
a point that should not go unnoticed. Also, the predecessor should take notice of the 
attitude of John and Moses and display one of gratitude for having the opportunity to lead 
God’s people, even if it is for only a moment. 

There was no pride or haughtiness in John’s answer to his disciples. His answer 
points us back to his words from the beginning: “You yourselves bear me witness, that I 
said, I am not the Christ, but I have been sent before Him.” Nowhere in any of the gospel 
does one read that John did not turn the light from himself unto the one that was coming 
after him. Beasley-Murray said, 

The last and most magnificent words of testimony from John, coming from the 
last of the prophets they indicate, in Bultmann’s words, “The old epoch of the 
world has run its course, the eschatological age is beginning. For the Evangelist’s 
contemporaries, the whole passage is significant as showing the character and role 
of this man: he was no rival to the Christ but his friend; the followers of the 
‘friend’ should then be won to allegiance to the real Christ. 17 

John’s action is a powerful example to follow for anyone who is about to release his or 

her leadership duties and who wants to set a successor up for acceptance and success. His 

action is one that can be duplicated by Christians, Jews, Muslims, or any spiritual or non- 


37 Beasley-Murray, Word Biblical Commentary , 53. 
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spiritual organization. Walter J. Burghardt further makes this point John had a positive 
self-image and operated from a liberated place. With a strong self-image and an 
understanding of Christ, John was capable of freely serving the Master as opposed to 
being envious. Further, John understood his role to continue to minister to those within 
his circle of influence. 38 

No tinge of rivalry, jealousy, insecurity, or bitterness is a trait that is not only 
admirable in the one who says that “I must decrease that he might increase,” but it allows 
us to get a glimpse of John the man. It gives us a clue of why Jesus said, “Truly I tell you, 
among those born of women there has not risen anyone greater than John the Baptist,” 
(Mt 11:11). It is evident that John’s attitude toward his successor impressed Jesus, his 
successor, in such a way that he paid him the highest compliment. 

To this point, John L. Hill said, 

John spoke very quietly, reminding the disciples of his position all along, that he 
was not the Christ, but the one sent before him, that Christ must increase while 
John decreases, that he that cometh from heaven is above all, that he whom God 
hath sent speaks the words of God, that the Father loves the Son and has given all 
into his hands. 39 

What a joy it must have been for John to know that he was the forerunner that introduced 
Christ the Messiah. In knowing that John was the forerunner to Jesus, he was free to 
diligently serve in the role that would introduce Jesus. Beasley-Murray explains Jn 3:29 
this way, 

This should be no matter of surprise to John’s disciples in view of his earlier 
confession as to his own God-given task (cf. 1:19-23). His role is likened to that 
of the bridegroom’s ‘friend’ at a wedding. Among the friends of the bride and 
groom (in Judea, at least), two had a position of trust regarding them and had to 


38 Walter J. Burghardt, Preaching the Just Word (New Haven, CT and London, UK: Yale 
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watch over the sexual relations of the young couple; they led the bride to the 
groom and kept watch outside the bridal chamber. The ‘voice of the bridegroom’ 
is thought to be ‘the triumph shout by which the bridegroom announced to his 
friends outside that he had been united to a virginal bride. The picture indicates 
John’s selfless joy in learning of the people of God flocking to Jesus. 40 

Still yet, Wiersbe said this about Jn 3:29, 

John used a beautiful illustration. He compared Jesus to the bridegroom and 
himself only to the best man (John 3:29). Once the bridegroom and bride had 
been brought together, the work of the best man was completed. What a foolish 
thing it would be for the best man to try to ‘upstage’ the bridegroom and take his 
place. John’s joy was to hear the voice of the Bridegroom and know that He had 
claimed His bride. Even before his birth, John the Baptist rejoiced in the Lord 
(Luke 1:44). John was content to be the voice announcing Jesus to be the Word 
(John 1:23), Jesus was the Light, and John the Baptist was the witness pointing to 
the Light (John 1:6-8). 41 

Both Beasley-Murray and Wiersbe show that this portrayal of John is one of great joy 
and admiration. Many weddings have been performed and regardless of the culture, 
religion or ethnic background, the best man is always one that announces the groomsman 
and who stands beside him as he takes the hand of the woman of his dreams. The best 
man never gets ahead of the groomsman and he never shines the spotlight upon himself. 
This is the picture of what John was saying when he said, “He who has the bride is the 
bridegroom.” In other words, John was not the groomsman and he was not marrying the 
bride. He was only the best man, who was responsible for announcing that the 
bridegroom was ready to take his place beside his wife and become her husband. 

One should not overlook the fact that John was referring to Jesus as his “friend.” 
Only a friend stands beside the groomsman as his best man! Only a friend is selected by 
the groomsman to be his best man! Therefore, since John was the forerunner for Jesus, 
and since John was selected by God to serve in that role as forerunner and best man, it is 


40 Beasley-Murray, Word Biblical Commentary, 52-53. 
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understandable that John would say, “Therefore this joy of mine is fulfilled,” because the 


bridegroom has arrived to take his rightful place. One can conclude that Jesus and John 
were friends. What a picture for a predecessor to display toward his successor; one of 
being a “friend.” 

The Wyclijfe Bible Commentary explains the position of the forerunner and 
bridegroom by stating: 

His position was not that of the Bridegroom, who should take the people of God 
to himself. This was reserved for another. Rather, he was the friend of the 
Bridegroom. It was the function of such a man to act as go-between in making the 
marriage arrangements. His joy was vicarious-participation in the happiness of the 
groom as a new family was formed. John’s work was done in launching the work 
of Jesus. He could baptize only with water, not with the Spirit. He could announce 
the coming of the kingdom but not enter into it himself. His cause had to fade, in 
the nature of the case as that of Jesus increased. This was God’s plan. And so 
Jesus, in addition to being superior to Judaism, was superior to the movement that 
centered about John (cf. Acts 19:1-3). 42 

Wiersbe said, “The word ‘must’ is used in three significant ways in this chapter. There is 
the ‘must’ of the sinner (John 3:7), the ‘must’ of the Savior (John 3:14), and the ‘must’ of 
the servant (John 3:30).” 43 There is an additional “must” to be considered, which is the 
“must” of the realization that a successor should be identified, introduced and presented 
before the people of God. 

Finally, John said, “He ‘must’ increase; I ‘must’ decrease.” The “must” in this 
chapter is a warning for current day Christians. First, if we want to be on the Jesus team 
we must accept him as Lord and Savior of our life. Secondly, whatever we do for the 
kingdom of God should be done to glorify Him and not us. Thirdly, to recognize that one 
has been called to ministry to point others to Christ and not to highlight one self. Thus, 
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“He must increase, but I must decrease.” Living for Christ is an operational imperative 

that is non-negotiable. 44 John’s willingness to decrease is an act of humility and is also a 

reflection of the common characteristics that John possessed which were parallel to 

Jesus. 45 In Matthew Henry’s Commentary, the author stated, 

John was fully satisfied with the place and work assigned him; but Jesus came on 
a more important work. He also knew that Jesus would increase in honour and 
influence, for of his government and peace there would be no end, while he 
himself would be less followed. John knew that Jesus came from heaven as the 
Son of God, while he was a sinful, mortal man, who could only speak about the 
more plain subjects of religion. The words of Jesus were the words of God; he had 
the Spirit, not by measure, as the prophets, but in all fullness. Everlasting life 
could only be had by faith in Him, and might be thus obtained; whereas all those, 
who believe not in the Son of God, cannot partake of salvation, but the wrath of 
God forever rests upon them. 46 

R. V. G. Tasker said, 

Though John is divinely commissioned to be a forerunner of the Christ, he is, like 
all other human teachers, earthly in origin and forced to use the language of earth. 
He is unable, therefore, to speak of heavenly things with the same first-hand 
knowledge that can belong to Him alone who has been sent direct from heaven 
and is far superior to all others. Such a heaven-sent Apostle speaks God’s own 
words; He possesses the divine Spirit to an unlimited degree; and as the Son, who 
is the permanent object of Heavenly father’s love, all that is to be revealed about 
God has been committed to Him. 47 

All of the above citations are used to show the attitude of John, the forerunner for Christ, 
and to show how a predecessor can be instrumental in ensuring not only that a viable 
succession plan is in place, but that the successor is introduced in the most favorable and 
Godly way possible. Show the love and care of the current leader toward the people and 


44 Lamar Williamson, Preaching the Gospel of John: Proclaiming the Living Word (Louisville, 
KY: Westminster John Knox Press, 2004). 

45 Dave Veerman, Life Application New Testament Commentary (Carol Stream, IL: Tyndale 
House Publishers, 2013). 

46 Nelson, The Matthew Henry, 6828. 

47 R. V. G. Tasker, Tyndale New Testament Commentaries: The Gospel According to St. John: An 
Introduction and Commentary (Grand Rapids, MI: William B. Eerdmans Publishing Company, 1960), 73. 
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or organization, and it will provide a launching pad for the successor to use as he or she 
settles into the new position of leadership. 

Conclusion 

Although the focus of the New Testament segment is centered on Jn 3:26-30, it 
would be an injustice to conclude without taking a look at the remainder of chapter three. 
Doing so would leave out a part that is crucial to bridging the gap between understanding 
that John was a forerunner for Christ, sent to spread the message about his coming, and 
that those called to preach, teach and spread the gospel in today’s time must always keep 
in mind that “The one who comes from above is above all,” (Jn 3:31). As John L. Hill 
stated, 

This is the perfectly clear statement of the effect of belief on the Son: “He that 
believeth on the Son hath everlasting life (a present possession): and he that 
believeth not the Son shall not see life; but the wrath of God abideth on him.” We 
look in vain for a clearer statement of the gospel of salvation. 48 

If there is to be a viable succession plan in any church, it has to start from the premise 

that “The Father loves the Son and has placed everything in his hands,” (Jn 3:35). 

Therefore, it should be the Son who takes center stage in one’s life, in the church and in 

selecting one to be a successor for the outgoing pastor or leader. The one who has all 

things in his hand came from heaven and as Wiersbe said, “He was not simply called 

from heaven, or empowered by heaven; He came from heaven” and he came with the 

backing of his Father who was the creator and maker of all things. 

Also, Wiersbe said that, 

Bible scholars do not agree as to who is speaking in Jn 3:31-36, John the apostle 
or John the Baptist. For that matter, some students believe that Jn 3:16-21 came 


48 Hill, Studies in John’s Gospel, 17. 



from the apostle John and not the Lord Jesus. There were no quotation marks 
early manuscripts, but since all Scripture is inspired, it really makes little 
difference who said the words. 49 


49 Wiersbe, The Wiersbe Bible Commentary, 239. 



CHAPTER THREE 


HISTORICAL FOUNDATIONS 


This historical foundations chapter will look at the process in which early 
churches utilized a succession plan. The paper will provide insight as to ways the early 
church fathers ensured that each congregation was never without a pastor and or a 
shepherd. The paper will view the process and role, if any, played by the congregation 
when it came to selecting a leader to follow the current one. Additionally, this paper will 
take a look at other faith traditions to see how others have addressed this issue of 
leadership succession. After the death of Jesus, who was the first leader of the Christian 
church, and the death of the apostles, who were empowered to start churches in 
Jerusalem, Judea and the uttermost parts of the world, they each had a succession plan 
and this chapter will explore each of their plans. 

When it comes to a viable succession plan for the black Baptist church, one 
should heed the words of Mead and allow the past to aid in understanding the importance 
of having a viable succession plan in place before the current leader retires, resigns, is 
relieved or moves on at the direction of God. Doing so could prevent many churches 
from dealing with long and tedious processes of pulpit search committees, family 
feuding, deacon’s entrenchment, and church splits. 

Traditionally, as stated in The Baptist Standard Church Directory and Busy 
Pastor’s Guide, “The tendency among Baptist churches is to favor long pastorates. Most 
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of the ‘splits,’ and the dissensions, which are so frequent in local churches, grow out of 
the results of ‘calling a Pastor,’ and could be avoided.” 1 Due to the fact that Baptist 
churches tend to favor long pastorates, the emphasis on having a viable succession plan 
has been met with resistance or hostility. This hostility, however, has not always been the 
result of offering a viable succession plan, but in some cases where a viable succession 
plan was attempted, the person selected to be the successor or to replace the current 
leader undermined the authority of the present pastor and or leader; thus causing a greater 
rift within the congregation as well as totally disrespecting the wishes of “possibly” God 
and the current leader. Therefore, there seems to be hesitation on the part of many black 
Baptist pastors to the idea of bringing another leader in as a replacement or future pastor 
while the current one is still serving. John D. Hannah, in speaking about the early church 
(A.D. 33-500) said, 

With the passing of the apostles, the church continued to develop as it adapted to 
the cultural and intellectual forces of the day. Noticeable was the shift in church 
leadership from plurality to singularity. Elders and bishops, originally 
synonymous terms for church leaders, became separate offices. Authority was 
singularized through a hierarchy that centered on the bishop. Seen first in the 
eastern realms of the church particularly in the writings of Ignatius, this 
“episcopal” government spread throughout the church, although the church at 
Rome was one of the last to make the shift. 2 

This episcopal type of governance seems to have been derived out of the need to ensure 

that congregations were being properly taught and were armed to fight or stand up against 

the outside forces that were coming against the early church. Hannah said, “The office of 

a single bishop over each church was seen as a line of defense. Each church developed a 


1 A. M. Townsend, The Baptist Standard Church Directory and Busy Pastor’s Guide (Nashville, 
TN: Sunday School Publishing Board, 1929), 52-53. 
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MI: Kregel, 2000), 4. 



53 

genealogical ‘tree’ of bishops leading back to the apostles, Christ, and God, thus assuring 
that what was being taught was apostolic truth.” 3 If the early church fathers understand 
the need to have pastors, preachers, teachers, elders, etc. in place to ensure that 
congregations were being properly taught and “armed to fight or stand up against the 
outside forces that were coming against the early church,” one could argue that the need 
still exists today. 

Although Hannah talks about episcopal type of governance, there still had to be a 
process by which the bishops, elders or leaders of the early church were selected. It is 
clear that Jesus was the selecting process for the first eleven church leaders. It seems 
equally clear that the twelve apostles (including Matthias, who replaced Judas) were the 
leaders of the early church and all except Matthias were hand-picked by Jesus. But, as 
pointed out by Gene A. Getz in Elders and Leaders: God’s Plan for Leading the Church, 
“Luke never mentioned local church leaders (elders) until approximately twelve years 
after Pentecost.” 4 

The question still remains as to how church leaders were selected after Jesus 

selected the first church leaders, the eleven disciples. Getz said, 

Just prior to the birth of the church, we have one example when the apostles 
selected and appointed a spiritual leader to replace Judas. Peter outlined the 
qualifications. He had to be a man who had traveled with the apostles from the 
time John had baptized Jesus until He ascended. This meant, of course, that he 
had to have witnessed Christ’s death and resurrection (Acts 1:21-22). 5 


3 Hannah, The Kregel Pictorial Guide, 5. 
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The initial process and qualifications of selecting church leaders may have been sufficient 


for the first church leaders but posed a problem afterwards. For example, the qualification 
of having witnessed Christ’s death and resurrection would become more and more 
difficult as the original and first church leaders and disciples died. As Getz said, “It 
would be at least another thirty years before Paul outlined in writing the qualifications for 
elders/overseers. Consequently we cannot be certain regarding any particular maturity 
profile.” 6 

One thing seems very clear in the early church and that is the combined leadership 

of the early church fathers wanted to ensure that a qualified, spiritual and dedicated 

leader was in place to lead God’s people. 

After Barnabas and Paul finished their benevolent mission to Jerusalem, they 
returned to Antioch and were worshiping the Lord and fasting with three other 
men who were “prophets and teacher. At this moment in history, they suddenly 
and unexpectedly received a very direct message from God: ‘The Holy Spirit said, 
‘set apart for me Barnabas and Saul for the work to which I have called them 
(Acts 13:2).’ Apparently, at this time, there were still no elders in Antioch. 7 

Getz further states, “After planting a church in Dere, Paul and Barnabas retraced their 

steps and returned to Lystra, Iconium and Antioch. Luke made their purpose clear—to 

strengthen these disciples and to encourage them to ‘remain true to the faith’ (14:22). But 

before they left each city, they ‘appointed elders for them in each church’ (14:23).” 8 

Whether one can conclude that the succession plan for the early church fathers 

was a hierarchy or not is debatable. What is clear, however, is that the church fathers in 

Jerusalem, who were appointed and selected by Jesus, seem to have served in a 


6 Getz, Elders and Leaders, 57. 

7 Getz, Elders and Leaders , 66. 
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hierarchical type of role. Furthermore, Paul, Barnabas and other early church leaders took 
seriously the responsibility of ensuring that each church that was established had 
someone present that would carry on the work of the Lord. This point is further illustrated 
in 1 Corinthians 1:11 where Paul said, “My brothers and sisters, some from Chloe’s 
household have informed me that there are quarrels among you.” Paul seems to indicate 
that someone from Chloe’s house is reporting what is going on in the church at Corinth. 
Whether the someone mentioned in 1 Corinthians 1:11 is a leader of the church is not 
known; but what is certain is that Paul is directing his comments to a person or persons 
who have the authority and the backing to do what is necessary to correct an existing 
problem within the congregation. 

As stated, it may be unclear whether Paul was addressing a leader or leaders in 1 
Corinthians 1:11, but Getz is certain that Paul and Barnabas ascribed to the concept of 
“elders” in the early church. He said, “More than fifteen years after Paul and Barnabas 
first appointed elders on the first missionary journey—in Lystra, Iconium, and Antioch of 
Pisidia—Paul wrote a letter to Timothy outlining criteria for determining whether a man 
was qualified to be a spiritual leader in the church.” 9 Getz further states, “When the 
apostle Peter wrote to the churches scattered throughout Asia Minor (1 Peter 1:1), he 
addressed the elders /overseers as ‘shepherds,’ a much more picturesque and graphic 
word than ‘managers.’” 10 The question, however, is whether Paul and Barnabas’ 
selection of elders for the stated churches (Lystra, Iconium and Antioch) led to the 
adoption of a viable succession plan, as well as whether the two of them or the 
congregation selected the leaders. 

9 Getz, Elders and Leaders , 93. 
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When exploring the early church fathers’ views on church leadership and a 
succession plan, it appears that they have been more concerned with the character of the 
leader than who the next leader would be. Getz lays out three different characteristics for 
church leaders as laid out in scripture: 

One, characteristics of elders in 1 Timothy and Titus, above reproach (ITimothy 
3:2), blameless (Titus 1:6), husband of but one wife (1 Timothy 3:2; Titus 1:6), 
manage family well (1 Timothy 3:4-5), a man whose children believe (Titus 1:6), 
Self-controlled (1 Timothy 3:2; Titus 1:8), hospitable (1 Timothy 3:2, Titus 1:8), 
not given to drunkenness (ITimothy 3:3; Titus 1:7), not violent, pugnacious, 
striker, quarrelsome (1 Timothy 3:3, Titus 1:7), not a lover of money (1 Timothy 
3:3 & Titus 1:7) characteristics; two, characteristics unique in 1 Timothy, 
temperate sober, alert (3:2), respectable (3:2), able to teach (3:2), gentle (3:3), not 
quarrelsome (3:3) not a new convert (3:6), good reputation with outsiders (3:7), 
three, characteristics unique to Titus, not overbearing (1:7), not quick-tempered 
(1:7), love what is good (1:8), upright, just (1:8), holy (1:8), disciplined (1:8), 
hold firmly to the trustworthy message (1:9). 11 

The emphasis seems to be placed upon characteristics rather than on a succession plan or 

the appointment of the next leader. Thus, as Getz said, “The New Testament outlines 

very specific qualifications for serving as local church leaders, but they were not revealed 

in writing until Paul wrote letters to Timothy and Titus following his first imprisonment 

in Rome (1 Tim 3:1-13; Titus l:5-9).” 12 

Like the early church fathers did not specifically address pastoral succession, this 
problem seems to have continued and still exists today. However, when one looks at the 
African American church and a viable succession plan for its pastoral leaders, especially 
black Baptist churches, it should be understood and noted why there may not have been a 
succession plan in place. Laurie F. Maffly-Kipp, Associate Professor of Religious 
Studies at the University of North Carolina at Chapel Hill, said, 
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What is most apparent is the diversity of ways in which that religious tradition 
was envisioned, experienced, and implemented. From the white Baptist and 
Methodist missionaries sent to convert enslaved Africans, to the earliest pioneers 
of the independent black denominations, to black missionaries in Africa, to the 
eloquent rhetoric of W.E.B. DuBois, the story of the black church is a tale of 
variety and struggle in the midst of constant racism and oppression. It is also a 
story of constant change, and of the coincidence of cultural cohesion among 
enslaved Africans and the introduction of Protestant evangelicalism to their 
communities. 13 

This constant change and cultural cohesion among enslaved Africans contributed to the 
difference in how preachers, pastors and or church leaders within the black church 
proclaimed the gospel of Jesus Christ and how the church was governed. Maffly-Kipp 


By 1810 the slave trade to the United States had come to an end and the slave 
population began to increase naturally, giving rise to an increasingly large native- 
born population of African-Americans. With fewer migrants who had experienced 
Africa personally, these transformations allowed the myriad cultures and 
languages groups of enslaved Africans to blend together, making way for the 
preservation and transmission of religious practices that were increasingly 
African-American. Many clergy within these denominations actively promoted 
the idea that all Christians were equal in the sight of God, a message that provided 
hope and sustenance to the slaves. They also encouraged worship in ways that 
many Africans found to be similar, or at least adaptable, to African worship 
patterns, with enthusiastic singing, clapping, dancing, and even spirit-possession. 
Still, many white owners and clergy preached a message of strict obedience, and 
insisted on slave attendance at white-controlled churches, since they were fearful 
that if slaves were allowed to worship independently they would ultimately plot 
rebellion against their owners. It is clear that many blacks saw these white 
churches, in which ministers promoted obedience to one’s master as the highest 
religious ideal, as a mockery of the “true” Christian message of equality and 
liberation as they knew it. 14 

The slave owners were strict and closely observed the slaves and refused to provide 

liberty in worship. As a result, a viable succession plan for preachers and pastors was not 


13 Laurie F. Maffly-Kipp, “The Church in The Southern Black Community: An Introduction to the 
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in the forefront of their minds. The ability to communicate to their parishioners (the 

slaves) in a way that was encouraging, spirit-filled and uplifting was most important. 

Maffly-Kipp highlights this point when he said, “In the slave quarters, however, African 

Americans organized their own ‘invisible institution.’ Through signals, passwords, and 

messages not discernible to whites, they called believers to ‘hush harbors’ where they 

freely mixed African rhythms, singing, and beliefs with evangelical Christianity.’’ 15 

Whether black preachers adopted the model of their white counterparts is not certain, 

especially for the black Baptist preachers, but it is certain that through this, 

Invisible institution the spirituals, with their double meanings of religious 
salvation and freedom from slavery, developed and flourished; and here, too, that 
black preachers, those who believed that God had called them to speak his Word, 
polished their chanted sermons, or rhythmic, intoned style of extemporaneous 
preaching. Part church, part psychological refuge, and part organizing point for 
occasional acts of outright rebellion, these meetings provided one of the few ways 
for enslaved African Americans to express and enact their hopes for a better 
future. 16 

As previously stated, developing or having a viable succession plan for black Baptist 

preachers was secondary or not important to address at that particular time for the freed 

African Americans after slavery and or emancipation. What was important was the 

myriad challenges facing those freed and emancipated blacks, and one such challenge 

was religion. This challenge led to the establishment of many independent black Baptist 

churches and an organized church structure, but a viable succession plan for the pastor 

was not a primary focus. As stated by Maffly-Kipp, 

A long history of antislavery and political activity among Northern black 
Protestants had convinced them that they could play a major role in the 


15 Maffly-Kipp, “The Church,” accessed November 14, 2015, 
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adjustment of the four million freed slaves to American life. In a massive 
missionary effort, Northern black leaders such as Daniel A. Payne and Theophilus 
Gould Steward established missions to their Southern counterparts, resulting in 
the dynamic growth of independent black churches in the Southern states between 
1865 and 1900. 17 

Although black Baptist churches may or may not have had a viable succession plan after 
slavery or the civil war, this does not imply that other denominations did not. 
Denominations such as African Methodist Episcopal (AME), African Methodist 
Episcopal Zion (AMEZ), and Colored Methodist Episcopal Church (currently named 
Christian Methodist Episcopal Church) were denominations that had a hierarchy, and as 
such, one could argue that a viable succession plan was in place to ensure that those 
congregations were supplied with pastoral leadership once the current leader was no 
longer present. By the time the National Baptist Convention, the largest black religious 
denomination, was formed in 1894, one can argue that Baptist churches had adopted the 
“self-governing” concept and believed that the authority or governing body was the 
congregation. 

Since the establishment of the National Baptist Convention, and probably even 
before. Baptists look to the Bible to determine the qualification of pastors, preachers, 
laymen, and teachers. William M. Pinson, Jr., said, “Baptists look to the Bible for the 
qualifications for persons to serve as pastor (1 Timothy 3:1-7: Titus 1: 5-9). The 
qualifications fall generally into two categories—character and gifts for ministry,” and 
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each Baptist church selects (calls) the person to be its pastor. 18 The specific process 
differs to some degree among churches, but the following pattern is followed by most: 

• When the church is pastor-less, the congregation elects a pastor search 
committee to prayerfully evaluate the qualifications of various persons to be 
the church’s pastor. 

• After careful deliberation, the committee recommends to the church as a 
whole the person it believes God wants to be the pastor. 

• The prospective pastor visits the church and preaches ‘in view of a call.’ The 
congregation then votes on whether or not to call the person. If the vote is 
favorable, the perspective pastor either accepts or declines. 

• A pastor serves in the church as long as both pastor and congregation agree 
the relationship should continue. 19 

In considering the issue of a viable succession plan for the black Baptist church having a 

congregational form of church government, an elder-led or hierarchy form of government 

should be explored. Depending on the views or the experience of the one interviewed, 

there are pros and cons to both. For example, Getz said, 

Having experienced both ‘congregational’ and ‘elder-rule’ systems, I must admit 
my own bias. The weaknesses I have seen in Congregationalism almost always 
concern church members who are involved in making decisions who are not 
mature believers. Church membership is often based on a profession of faith and 
expressing that faith through baptism. However, this does not mean that these 
believers are mature enough in Christ to make critical decisions for the church. 20 

Although Getz seems to be leaning toward an elder-led preference, he cautions about the 

dangers of such a form of church governance. He stated, “Within the elder-led church, if 

qualifications for eldership are not taken seriously and an effective system is lacking for 

selecting and appointing spiritual leaders, we can have a group of immature Christian 


18 William M. Pinson, “Two Church Officers: Pastors and Deacons,” Baptist Distinctive, accessed 
November 17, 2015, https://www.baptistdistinctives.org/resources/articles/two-church-officers-pastors-and- 
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men making decisions for the church. There is nothing more devastating than having 
carnal believers as elders.” 21 

A valid question however is whether an elder-led type of governance could have 
worked for the early black church fathers, and it probably would have been difficult. For 
one reason, the early black church fathers were under the tutelage of their white masters, 
and it was at their discretion how much liberty was given. For example, “Through the 
kindness of his master, a deacon of a Baptist church, [George] Liele was emancipated, in 
order that his unusual ministerial gifts might be used freely. He traveled up and down the 
Savannah River, preaching to the slaves wherever friendly plantation owners would 
permit on both sides of the river.” 22 As stated, only with such restriction and difficulty 
could elder-led church governance be successful during a time when pastors and 
preachers were not allowed to make their own decisions or care for their congregation as 
they saw fit. 

Although slavery posed many challenges for black preachers, there seem to be 
examples where a viable succession plan was established and has survived since its 
inception. One such example is the African Methodist Episcopal Church, which was 
founded in April 1816. Forty-nine years before slavery was abolished in the United 
States, 

The preachers and members of our Church having become a distinct body of 
people, by reason of separation from our white brethren of the Methodist 
Episcopal Church, found it necessary at their first General Conference in April, 
1816, to elect one from their own body, who was adequate to be set apart in the 
holy orders, to superintend the connexion that was then formed. The Rev. Richard 
Allen, being seventeen years an ordained preacher by the Rev. Bishop Asbury, of 

21 Getz, Elders and Leaders, 312-313. 
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the Methodist Episcopal Church, was unanimously elected to fill that office: and 
on the 11 th day of April, 1816, the said Rev. Richard Allen was solemnly wet 
apart for the Episcopal office. 23 

Unlike the African Methodist Episcopal Church, Baptists had a congregational type of 
succession plan in place. While the congregation was the selecting agent for the successor 
or succeeding pastor, the outgoing pastor had great influence regarding the next pastor. 
For example, Andrew Bryan, one of the pastors mentioned in the book Profiles of Black 
Georgia Baptists, trained his nephew, Andrew Marshall, to be his successor. After the 
death of Andrew Bryan, the First Colored Baptist Church in Savannah, Georgia was left 
without a shepherd. 

Early in 1865, a Sunday was set aside for prayer for God to direct them in their 
choice of a shepherd. They prayed from their dawn service to noon, at which time 
proceeded with the business at hand. They were tom between two positions, Grate 
had been faithful, but they remembered Bryan’s choice was Marshall. Finally they 
voted, with Andrew Marshall receiving the largest number of votes. 24 

In Leroy Fitts’s book A History of Black Baptists, he states, 

Generally, black slaves were not permitted to have their own churches, pastors, 
and preachers. It was the common practice throughout the slave territory to permit 
them to attend preaching services in the white churches at the time-designated 
under conditions prescribed by their masters. Nevertheless, the spirit of 
Christianity motivated black preachers to encourage the slaves to grow in grace 
and the knowledge of Jesus Christ. Consequently, these blacks often stole off to 
the woods, canebrakes, and remote cabins to have preaching and prayer meetings 
of their own. To be sure, these movements were the antecedents to organized 
black Baptist churches. 25 

It is circumstances like those mentioned above that leads this writer to believe that having 
a viable succession plan in place for black Baptist preachers was not a high priority 


23 James C. Embry, The Doctrine and Discipline of the African Methodist Episcopal Church 
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during the time of slavery and segregation, and has probably carried over into today. 

Likewise, it could have been the many obstacles that led many black Baptist preachers 

before, during and after slavery to lean more toward a congregational form of pastoral 

leadership. The Oxford Dictionary of the Christian Church defines Congregationalism as, 

That form of Church polity which rests on the independence and autonomy of 
each local church. According to this source, the principles of democracy in church 
government rest on the belief that Christ is the sole head of his church, the 
members are all priests unto God, and these units are regarded each as an outcrop 
and representative of the church universal. 26 

One should not conclude, however, that Baptists are totally against any form of hierarchal 

structure. Many churches, as Cowan states, 

Organized with a congregational polity may be involved in conventions, districts 
or associations which allow them to share common beliefs, cooperate in joint 
ministry efforts and regulate clergy with other congregations. Churches organized 
with a congregational polity generally disapprove of acknowledging authority in 
councils or other proceedings involving delegates or representative from outside 
the local congregation. However, congregational polity does not prevent a local 
congregation’s leadership from adopting the decision or position of another 
congregation or a council or other gathering. 27 

From inception, it appeared that Baptists held to the philosophy and belief that a 

congregational form and style of leadership was the preference. Whether this perception 

was due to religious persecution or the fact that the early Baptist church fathers, both 

white and black, wanted to ensure total independence without the interference of a 

hierarchal type of interference is uncertain. What is certain, however, is that John Smyth, 

the founder of the Baptist Church, understood and believed that, 

By baptizing believers without permission from a government official or a bishop, 
his congregation joined the ranks of the ‘free churches.’ They were called ‘free’ 
churches because they refused to conform to the doctrines and practices of any 


26 Steven B. Cowan, Who Runs the Church? Four Views on Church Government (Grand Rapids, 
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established church. Like other reformers, early Baptists felt they should be able to 
order their churches and develop their beliefs on the basis of Scripture alone. 28 

This belief, as stated by Walter Shurden, 

Should not be misunderstood or taken to mean a type of rugged, John Wayne 
individualism. It does not mean that Baptists are to be a law unto themselves. 
Baptist never meant that their churches were independent of God, of Christ, of the 
leadership of the Holy Spirit or of the counsel of other Christians and churches. 
Baptist balance their independence with a strong interdependence. 29 

Additionally, church historian Rosalie Beck revealed that Baptist churches and or pastors 

seemed to have favored a self-governing type of congregation when it came to the 

selecting or selection of pastors, deacons and other church leaders. Beck said, “some 

Baptists in the late twentieth century absorbed the corporate world’s view of leadership, 

and ministers declared themselves the chief executive officers, CEO’s, of their 

churches.” 30 One could argue that the freedom to be independent and the ability to be a 

self-governing entity in and of itself allows each pastor and or leader to follow the 

guidance of the Holy Spirit for his and or her particular congregation, without having to 

get permission or approval from one not particularly familiar with that congregation. A 

bishop, elder, superintendent or hierarchy can be very familiar with the general rules and 

regulations of an elder-led type of governance. However, would the same apply to each 

congregation? Does a pastor, leader or elder have the flexibility to deviate and or change 


28 Carol Crawford Holcomb, Doing Church Baptist Style: Congregationalism, The Baptist Style 
for a New Century (Nashville, TN: The Baptist History and Heritage Society and the William H. Whitsitt 
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in Defining Baptist Convictions: Guidelines for the Twenty-First Century (Franklin, TN: Providence House 
Publishers, 1996), 135-136. 
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from the governing body (i.e. the board of bishops or the hierarchal organization) if he or 
she feels that the Holy Spirit has moved him or her to do so? 

There are pros and cons to any form or type of church governance. Equally, there 
are going to be conflicts regardless of whether a congregation follows the elder-led, 
hierarchical or congregational form of leadership when it comes to having a viable 
succession plan for the church. The point of this paper has been to explore the historical 
aspect of how others have dealt with this issue and how current pastors and or leaders can 
learn from the forefathers, which will prevent current and future leaders from making the 
same mistakes. As stated by Leon McBeth in A Sourcebook for Baptist Heritage , “The 
key is not how to eliminate conflict, but how to deal with conflict in a healthy manner— 
not how to ‘smile and get along’ but how to disagree with grace.” 31 


34 . 


31 H. Leon McBeth, A Sourcebook for Baptist Heritage (Nashville, TN: Broadman Press, 1990), 



CHAPTER FOUR 


THEOLOGICAL FOUNDATIONS 


Developing and implementing a succession plan in a church, religious 
organization, synagogue or secular organization can be a difficult task. Research reveals 
that even a well thought out succession plan can be tedious and difficult, but most agree 
that it is better to develop or implement a succession plan than to not do so. Doing so is 
particularly important in order to prevent possible attrition and erosion after a pastor 
retires, moves on or, in some cases, dies. The impact of not having a viable succession 
plan can and often will result in churches and or organizations becoming stagnant, 
unhealthy, unproductive, and could ultimately lead to their demise. In setting the stage to 
reflect on a theological perspective as it relates to succession planning, it is imperative to 
first define theology. Merriam-Webster defines theology as “the study of religious faith, 
practice, and experience; the study of God and God's relation to the world; a system of 
religious beliefs or ideas.” 

There are several themes that present themselves as it relates to succession 
planning. The themes include: theological viewpoints, viewpoints from the Jewish 
perspective, viewpoints from the Catholic perspective, viewpoints from women pastors, 
and viewpoints on unhealthy pastoral leadership, which have a negative impact on 
churches. These themes will assist in highlighting complicated areas and factors that can 
make succession planning problematic, especially when succeeding one who has served a 
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congregation for an extended period of time and who receives great admiration from his 
or her parishioners. When evaluating the process of compiling this theological 
foundations paper, religious faith, practice and the experience of Baptist pastors will be 
examined and a correlation between various theologian view points, attitudes and insights 
will be explored. 

Bill Hybels states in his book, Courageous Leadership, “the local church is the 
hope of the world and its future rests primarily in the hands of its leaders .” 1 In light of 
this statement, it is essential that church leaders not only lead well but also transition 
well, which indeed encompasses the black Baptist church and its traditional mindset 
regarding succession planning. 

There are challenging questions that need to be addressed and answered when it 
comes to the black Baptist church’s lack of participation in succession planning. 
Unfortunately, there is scant research on black Baptist church succession planning due to 
the cultural and traditional mindset of this religious body that has no central authority to 
aid in this transition. Or, the lack of detailed research could be due to the failure of 
pastors, preachers, teachers and laity to capture in writing exactly how and what a 
succession plan looks like for most black Baptist churches. This chapter will research 
theologians’ attitudes, points of view, and creative ideas regarding succession planning to 
obtain the necessary information, which could be advantageous to the black Baptist 
church regarding succession planning. Doing so could be a footprint that leads to 
breaking a long void in the black Baptist church. Additionally, this project could be the 


1 Bill Hybels, Courageous Leadership: Field-Tested Strategy for the 360° Leader (Nashville, TN: 
Zondervan Publishing, 2002), 27. 
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catalyst by which fresh ideas and models are produced for the innovative successors who 


are about to enter into the God-given role of a faithful shepherd. 

There are many incidences that theologians have addressed where the succession 

planning took place too late or the senior pastor stayed too long, which led to problems 

for the congregation. Darrel Rowland, a thirty-year theologian, examines pros and cons 

of the effect of succession planning sooner rather than later or not at all. He interviewed 

numerous senior pastors and theologians in his research to identify factors that affected 

the succession planning in a variety of religious affiliations which he focused on age, 

health issues, locations, congregation attitudes, length of stay of the senior pastors and 

unforeseeable situations. Rowland states, 

As a generation of longtime mega church ministers approaches retirement age, 
more and more church leaders are faced with a crucial question: Who will fill 
their shoes? A growing number are not waiting until the preacher gives notice to 
start looking for a successor. They are developing formal succession plans. 
Perhaps it’s time to ask: How well are they working? It’s not difficult to find 
poster children for how such a plan should work. 2 

For example, Rowland interviewed several pastors concerning this issue and their 

comments are as follows: 

Bob Russell and the leaders at Southeast Christian Church in Louisville planned 
in the late 1990s to pass the baton to Dave Stone; that handoff successfully took 
place in 2006; Tim Coop of Pantano Christian Church in Tucson, Arizona, 
transitioned from 14 years as senior pastor to pastor of community and pastoral 
relationships; Oak Hills Church in San Antonio, Texas, was only in the early 
stages of succession planning when Max Lucado, 52, was diagnosed with heart 
arrhythmia and forced to leave his post as senior minister. Sometimes changing 
circumstances upset the best-laid plans; Trader’s Point Christian Church near 
Indianapolis had its timetable all set when senior minister Howard Brammer 


2 Darrel Rowland, Transitions: Man’s Plans and God’s Word (Worthington, OH: Christian 
Standard, July 2007), 19. 
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discovered he had Parkinson’s disease. And then sometimes, well things just go a 
little crazy. 3 

Rowland further notes that for Russell, 

The succession wheels started turning in the spring of 1999 after he read Too 
Great a Temptation: The Seductive Power of America’s Super Church by Joel 
Gregory. He read how First Baptist Church in Dallas tore itself apart during 
Gregory’s attempt to succeed longtime pastor W.A. Criswell at what was then the 
world’s largest Southern Baptist church. He noted that leaders must ask 
themselves: “Will there comes a time when I’m not going to be involved here 
anymore and what is going to happen when I’m gone.” So the elders of his 
church advised him to work out a succession plan over the summer and that 
eventually lead to a changing of the guard for him at the age of sixty-two. The 
only thing that he said he would do differently was to shorten the seven-year 
transition time. He said, “only his close friendship with Stone, as well as his 
successor’s great patience, allowed it to work.” 4 

In researching the spins and turns in succession planning from theologians’ viewpoints, it 

is clear that this process can be and is difficult for some. What is not clear is the extent to 

which ego and personality affect the succession plan from pastor to pastor and from 

church to church. Additionally, what have not captured are the unique cultural and 

traditional aspects that the black Baptist pastors bring to the subject matter. 

In several of Rowland’s findings, it supports the position of this project, which 

embraces the need for a succession plan before the senior pastor’s transition. In his 

report, he identifies the erosion and disruption that a church can experience due to a 

succession plan not being implemented or the senior pastor waiting too long to step 

down. The difference that was identified through the investigation of Rowland’s findings 

and this project is when there are succession plans in place, extenuating situations 

sabotage the pre-planned effort made by the senior pastor such as unexpected illness, 


3 Rowland, Transitions , 20. 


4 Rowland, Transitions, 21. 
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which derail the succession plan. The common thread of the findings is the belief that it 
is God’s will to select their successors. 

Ironically, one of the findings that Rowland reported on is similar to the current 
context, in that the senior pastor made the decision to create a succession plan after many 
of the ministries had become defunct or after the congregation had experienced a decline 
in membership. Like several pastors interviewed by Rowland, the succession plan semi- 
implemented by the senior can face problems due to the plan not being totally thought out 
and there being nothing in the plan that says that a co-pastor will be the successor in the 
event that the senior pastor steps down and or if the congregation is faced with an 
unexpected departure of the senior pastor. 

In analyzing the findings of Rowland, it is clear that the black Baptist church 
religious structure is different partly due to its deep-seated cultural and traditional factors, 
which govern what will happen in the voluntarily or involuntarily transition of a black 
Baptist pastor. The black Baptist church has no centralized body, but the African 
Methodist Episcopal Church, the Church of God in Christ, the Catholic Church, the 
Jewish affiliation, and other religious affiliations have a centralized body in place to 
assist in a smooth transition for their senior pastors, bishops, rabbis, cardinals, priests, 
and popes. 

Just as there are examples of positive succession plans, there are also examples of 
how succession plans went wrong when pastors stayed around too long. For example, 
Rowland reports, 

Coop, 67, freely admits Pantano broke one of the cardinal rules of transitioning 
because he remained on staff when Glen Elliott became senior pastor. We were 
warned along the way, especially by Glen, that having the old guy hang around 
just doesn’t work. We insisted that if we are truly living out the values of Christ 



71 

there is no reason this cannot work! In fact, it will work well or there is something 
terribly wrong, and we’ve got a lot of ‘splainin’ to do.” 5 

Likewise, Coop stated that in order for a succession plan to be successful, four things 

must be present: “(1) a trusting relationship between the pastor and his successor; (2) a 

predetermined timeline that is well-thought-out and methodical; (3) resisting the 

temptation to shorten the timeline and; (4) humility/transparency of all involved.” 6 

Even though there is a well thought out succession plan in place, Rowland noted 

that there could be a change or changes that can derail the succession plan. Rowland 

noted one such instance where unplanned change affected a thought out succession plan. 

An example is given by Howard Brammer, as he had, 

Planned to retire from Trader’s Point at the end of 2008, shortly after his 66th 
birthday. But the onset of Parkinson’s, plus an unrelated health scare, caused him 
to move up the date to mid-2007. He has been at the church since 1983; during 
that span attendance rose from 430 to a peak of 2,200, although some (including a 
minister who had been a potential successor) have now moved to a new church 
plant. 7 

In addition to the already stated problems facing a well thought out succession plan is the 

problem of when the successor is following a long-term and well-established pastor and 

or founder that has been in place. Granberg-Michaelson said, 

Pastoral successions, especially after a long-term founding or well-established 
pastor, are one of the most crucial times in a congregation’s life cycle. When 
done well, the congregation’s ministry and life is re-energized and revived for the 
future. When done poorly, decades of successful and thriving ministry can 
deteriorate, heading the congregation into a downward sloop. 8 


5 Rowland, Transitions , 22. 

6 Rowland, Transitions , 23. 

7 Rowland, Transitions , 24. 

8 Wesley Granberg-Mihaelson, Leadership from Inside Out: Spirituality and Organizational 
Change (Chicago, IL: The Crossroad Publishing Company, 2004), 5. 
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Finally, under this section of theologian views on succession planning sooner rather than 
later, Adelle M. Banks noted, 

While no succession is identical, we have seen a clear and dominant pattern of 
churches waiting too long to have the ‘succession planning’ conversation. ‘All 
pastors are interim pastors.’ All churches will face a transition. Developing a plan 
sooner rather than later is the wise approach to an inevitable reality. 9 

Michael J. Austin and Tracy Salkowitz state, 

The national Jewish community appears to be on the edge of a precipice. Within 
the next five to ten years, the baby boomers will retire and leave upwards of 75% 

- 90% of Jewish community agencies with the challenge of finding new executive 
leadership. The field of Jewish communal service is vastly different today from 
the post-Holocaust creation of the State of Israel when hundreds of young Jews 
decided to dedicate their professional lives to the Jewish community. When this 
reality is combined with the rapid technological advances, the professionalization 
of the field, the increasing demands of community executives and the rapidly 
changing needs and culture of the Jewish community, the challenges are 
monumental and uncharted. This study was designed to respond to the crisis, 
namely finding future professional leadership and preparing them to meet the 
changing realities of our Jewish communities. 10 

Furthermore, Michael J. Austin and Tracy Salkowitz state, 

Leadership succession has become a topic of national concern to lay leaders and 
national organizations alike. The competition for talent has intensified to such an 
extent that some of our “best and brightest” are forced to re-evaluate their 
commitments to Jewish communal work based on the high cost of Jewish family 
life and the problematic working conditions reflected in Jewish communal 
organizations. 11 

Like other religious communities, the Jewish community is addressing and struggling 
with this issue of developing and implementing viable succession plans for its religious 


9 Adelle M. Banks, “This is One of the Most Crucial Times in a Church’s Life Cycle,” Religion 
News, September 17, 2014. 

10 Michael J. Austin and Tracy Salkowitz, “Executive Development and Succession Planning: A 
Growing Challenge for the Jewish Community,” Jewish Funders Network, June 2009, 4. 


11 Austin and Salkowitz, “Executive Development,” 19-20. 
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communities. They too recognize the myriad of struggles facing new leaders as well as 

the challenge of the old leader to move on. As stated by Hal Lewis, 

Jewish organizations wishing to develop new leaders face a number of systemic 
challenges. Among them are: incumbents are hard-pressed to focus their energies 
on the next generation when current exigencies demand the experience of 
veterans; it is uncomfortable to raise issues of transition with organizational 
founders, philanthropist, or tenured executives; past leaders who remain involved 
often serve as encumbrances to the seamless development of new ones. Creating 
a culture in which leadership development is an organic component of the 
enterprise, then, is far from easy. 12 

Furthermore, Lewis stated, 

Notwithstanding the ubiquity of these obstacles, however, ignoring the 
development of new leaders impedes an organization’s viability. Today, many of 
American Jewry’s leading institutions have long-serving lay and professional 
officers who, despite their longevity, manifest little interest in addressing the issue 
of succession planning. Rare is the congregation or Jewish group, for example, 
with a comprehensive approach to volunteer or executive/rabbinic transition. 
Organizations that wait for a retirement announcement before thinking about 
future leadership jeopardize their integrity. Similarly, when decisions about the 
next lay leader are deferred to the eleventh hour, an organization’s visioning and 
planning are irreparably compromised. 13 

As previously stated, having a viable succession plan, in spite of the many challenges, is 

not only walking in wisdom but takes into account the future of the congregation, 

synagogue or religious body that is being served. However, Hal M. Lewis said, 

It succeeds only with the imprimatur of the incumbent leadership who must (1) 
create an ongoing organizational culture in which future leaders are constantly 
identified, nurtured, and trained, and (2) when appropriate, personally embody 
that principle by recognizing that the boldest act of effective leadership is often 
the decision to pass the torch to the next generation. 14 

The black Baptist pastors should heed the lessons of Hal Lewis and his insight. 

Embracing, developing and implementing a viable succession plan is not only a sign of 


12 Hal M. Lewis, “Succession Planning,” A Journal of Jewish Ideas , February 2007, 12. 

13 Lewis, “Succession Planning,” 13. 


14 Lewis, “Succession Planning,” 18. 
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wisdom but also takes into account the future of the congregation that a pastor serves. 
However, an effective succession plan only succeeds with an incumbent leadership who 
must create an organizational culture in which future shepherds are identified, nurtured 
and trained. This progressive mindset would definitely take a bold, effective leader to 
create a system in the black Baptist church that would make the successful passing of the 
mantle to the next generation. It will take a bold vision and a bold successor to gracefully 
pass the mantle to the next generation, and hopefully, the ills of the traditional and 
cultural stronghold will not be a hindrance, allowing movement toward healthy growth 
and betterment for the congregation and or denomination. 

Mary Fitzgerald and Anthony Sabatino state, 

The fundamental elements of successful leadership succession in any organization 
are recognizing the inevitability of leadership change and the necessity of a plan 
for leadership succession. There should be a rationale and planning guideline for 
board chairs, superintendents, and superiors of religious communities to use when 
the need arises to hire a new leader. The tools presented are an adaptation of 
typical leadership succession planning utilized in other professional educational 
models, non-profit organizations, and public and private businesses. 15 

Champ Rawls distinguishes between Catholic Church leadership and succession 

planning, and he draws attention to the striking similarities between the responsibilities of 

the Pope and of a business leader, specifically when Pope Benedict made the decision to 

step down. Rawls states that the leadership success of the church goes far beyond the 

abilities of the Pope and speaks to the church’s succession planning traditions and 

organizational capabilities. 16 


15 Mary Fitzgerald and Anthony Sabatino, Leadership Succession Planning in Catholic Education: 
An Ongoing Plan for Leadership Development, Identification, and Selection (Arlington, VA: NCEA, 

2014), 8. 


16 Champ Rawls, Lessons from the Catholic Church: Succession Planning? (Orlando, FL: Center 
for Work Life, 2013), 6. 
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The Catholic Church is known worldwide for its long history of tradition and 
structure and is respected by most for its succession plan process in how it selects its 
Pope. For centuries the Catholic Church has had some type of succession plan in place 
and while some may disagree with its theology, its succession plan is one that should be 
explored. Champ Rawls offers three recommendations that should be considered in a 
succession plan. One, “are you recruiting people that are true to your mission, two, never 
rush your prospect leaders into their roles and also within their roles and also within their 
roles after election, three, succession planning should be in line with clear policies and 
procedures.” 17 

Of particular note are the attitude, mindset and example that Pope Benedict XVI 
exhibited when he announced that he was stepping down as Pope. This is especially 
noteworthy since the Pope usually serves in that position until death or incapacitation. 
Alberto Gimeno, professor of management and strategy at ESADE, said, “The Catholic 
church’s election of Jorge Mario Bergoglio, or Pope Francis, makes it clear that the 
church is an organization in which a common purpose is very strong, and where a 
common purpose stands out above any personal interests.” 18 Additionally, Beltran at 
ADEFAM argues that, 

The consequences of not planning for a succession can be very dangerous for the 
continuity of the company and for the harmony of the family that owns it, and the 
rest of the management team. At all costs, you have to avoid letting the 
generational changing of the guard become an obstacle for the development and 
stability of the company. 19 

17 Rawls, Lessons, 15. 

18 Alberto Gimeno, The Catholic Church’s Lessons in Succession Planning (Philadelphia, PA: 
Wharton School of Business Leadership, 2013), 9. 

19 Marta Beltran, The Catholic Church’s Lessons in Succession Planning (Madrid, Spain: Madrid 
Association for the Development of Family Business, 2013), 4. 
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This writer agrees with Alberto Gimeno that the decision of Benedict XVI to resign his 

position is clearly an indication and example of how “he put the interests of the 

institution that he managed above his personal benefit.” 20 Manuel Bermejo also asserts, 

Anyone who has the generosity and deep self-criticism to make the best decisions 
for his organization is deserving of praise. Many of my colleagues in the world of 
academia and consulting have noted on numerous occasions that the Catholic 
Church is a good example of continuity for the family enterprise. As for this 
transcendent and extremely rare decision, I believe that Benedict XVI leaves us 
all a very big lesson. The last case of a pope who resigned in office dates back to 
1415, when Gregory XII quit during a very turbulent period in European 
history. 21 

As stated, this is an excellent example how a viable succession plan works when put in 

place and the institution and or organization has worked at perfecting it for the good of 

the institution. Even though a pope had not resigned or left office since 1415, the 

Catholic Church had a succession plan process in place to deal with an unexpected or 

expected resignation of a pope. As stated by Gimeno, 

Everyone knew what the process was going to be like, and any doubts were about 
anecdotal topics, such as the color of the clothing Benedict XVI would wear; 
whether or not he would keep his papal ring and what would happen to it. But 
when it came to the fundamentals, everything was clear: The cardinals would 
meet in the Sistine Chapel to elect a new pope. 22 

One of the most profound admissions from Pope Benedict XVI, according to Bermejo, 

was his confession to his German compatriot Peter Seewald in his book Light of the 

World, that “when a pope reaches a clear awareness that he is no longer physically, 


20 Beltran, The Catholic Church’s , 5. 

21 Manuel Bermejo, Latin Family Business: More Governance, Better Enterprises (Madrid, Spain: 
Financial Times Prentice Hall, 2015), 10. 

22 Gimeno, The Catholic Church’s, 10. 
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mentally or spiritually capable of carrying out his responsibility, then he has, in some 
circumstances, the right — and even the obligation — to resign.” 23 

When thinking of having a biblical or viable succession plan for a church, 
synagogue or religious organization, one should not omit the discussion of the role that 
women play in this area. One can hardly deny that the role of women in pastorate or as 
pastors of congregations, specifically in the black Baptist church, is controversial. 
However, with the myriad changes that are occurring within society and the aging of 
those who grew up in an era and a time when women were seen to be subservient and not 
to “usurp authority over a man,” it would be unwise to not look at this when it comes to 
women pastors and a succession plan. 

Succession planning is a difficult topic when one takes into consideration age, 
nepotism, race, traditions, and attitudes, and when you add women into the equation the 
water gets muddy. Even though there are many women who serve in the position of 
senior pastor, the question still begs to be asked: would a male-dominant church, 
specifically a black Baptist church, include women into a succession plan to be the 
leading shepherd of their flock? 

In the Catholic Church there are no women priests, and unless things change, 

women will never be considered a part of a succession plan. John Allen states, 

Pope Francis is the first pope of the Catholic Church to have had a woman as a 
boss is steadfast in his defense of the status quo when it comes to women and 
Church leadership. On two occasions when Pope Francis has been asked about 
possibly admitting women to the ranks of the clergy, he has given a firm no. 24 


23 Gimeno, The Catholic Church’s, 11. 

24 John L. Allen, The Francis Miracle: Inside the Transformation of the Pope and the Church 
(Denver, CO: Time Books, 2015), 3-6. 
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Like the Catholic Church, the Seventh-day Adventist Church also struggles with the 
appointment of women in the church as pastors. On January 30, 2014, the Adventist 
News Network , the official news outlet of the Seventh-day Adventist Church, released a 
statement indicating that the takeaway from the January 2014 Theology of Ordination 
Study Committee (TOSC) was that “At least 10 of the Seventh-day Adventist Church’s 
13 world division Biblical Research Committees say they would either recommend the 
ordination of women to ministry or would allow it in some world regions without the 
matter harming church unity.” 25 However, shortly after Adventist News Network 
published this statement, it was removed from their website. 

Brian Kaylor explains, “In Greek mythology, the mighty warrior Hercules created 
poisonous arrows after slaying the many-headed Hydra. The word for these deadly 
arrows ( toxikon ) eventually gave life to the modern English word “toxic.” 26 Robert Dale 
argues that a critical moment in allowing toxic leadership to poison a congregation occurs 
with pastoral transitions. “Some pastors can exit in toxic fashion and set up an 
atmosphere that’s toxic and reactive,” he explained. 27 Dale states, “As a church finds 
itself hurt after a bitter departure, mad people then pick the search committee.” He noted 
that often “the loudest and most negative” people are chosen as an attempt to safeguard 
against a similar pastoral experience. However, with such a “tainted process,” they “tend 
to hire people who are as mad as they are.” Dale added that “If a church finds itself 

25 Rachel Logan, “Fifteen Women’s Ordination Stories that Shaped Adventist History in 2014,” 
Spectrum Magazine , December 2014, 20. 

26 Brian Kaylor, “Unhealthy Pastoral Leadership Poisons Church,” Word and Way, accessed 
August 4, 2015, http://www.wordandway.org/news/faith-culture/item/3278-unhealthy-pastoral-leadership- 
poisons-churches?highlight=WyJrYXlsb3IiXQ==. 

27 Robert Dale, Build Your Business in 30 Days (Richmond, VA: CreateSpace Independent 
Publishing Platform, 2012), 24. 
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hurting following a pastoral departure, the people must work harder to avoid a toxic 
search. They need to get on track so they don’t get frustrated and do something stupid.” 28 

In analyzing most of the theologians’ points of view and insights, the majority of 
the theologians agreed that it is toxic to not consider a succession plan, regardless of 
whether the congregation is small or large. In parallel to this project hypothesis, these 
findings indicate that not having a succession plan will lead to attrition and erosion after 
any pastor transitions when there is no viable succession plan in place. The relevance of 
this subject is of great concern for the black Baptist church because of the turmoil that not 
having a succession plan can have on divisions in Baptist congregations, and the decrease 
in membership, which can lead to a negative evolution in this religious affiliation. 
Therefore, there must be an attempt to address this concept of succession planning, and 
hopefully, this body of work can be the bridge or gatekeeper to changing the cultural 
mindset of the black Baptist church. 


Conclusion 

There are bountiful variations in the responses of theologians in an array of 
research, but it is certain that pastors, church leaders, official boards or pulpit search 
committees will have to go through a succession plan—willingly or unwillingly—when 
that time arises in the black Baptist church. The only certainty regarding a succession 
plan is that all senior pastors should rely on God and be directed by the Holy Spirit to 
coordinate any pastoral succession in the church. For some churches, the crisis of 
succession planning will come without any preparation, which is a disservice to the entire 


28 Dale, Build Your Business, 25. 
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congregation. For other churches that have a prepared succession plan, there still is no 
guarantee that all will go smoothly, but at least there will be a blueprint for what needs to 
take place. One thing is for certain: change does not come easy. Preparation is one of the 
key ingredients to effectively managing a succession when the time comes for the 
change. Equally, having a viable and biblical succession plan in place can minimize the 
pain and challenges of the change. 

In contrasting and evaluating classical and modern theologians’ points of view, 
most of the insights were in line with the scriptures. The majority of the theologians 
agreed that regardless of when a succession takes place, God is calling and directions 
should be in the center of any succession plan. Modem theologians agreed that God’s 
calling should be a pivotal foundation in succession planning, but churches of the twenty- 
first century should also entertain a business aspect to better govern the structure of how 
churches address the selection of their new successors, thus, giving a God-serving 
shepherd an opportunity to serve before the senior pastor steps down. 

Nevertheless, there were others who presented situations where succession 
planning was in place and the transition still did not go well due to factors that caused the 
senior pastor to expedite or derail the process. Illness was the main factor which 
sabotages the succession plan for some senior pastors who thought they would be in place 
until they decided to step down, but God was the ultimate decision-maker. 

As a result of researching and analyzing these points of view, insights and 
attitudes of many theologians, two theological models (Figure 1 and Figure 2) were 
designed. Figure 1 and Figure 2 below address general questions and the impact that 
factors such as age, attitude, religious affiliation, geographic location and education level 
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have on the assessment of succession planning through the eyes of a theologian. Does a 
senior pastor who is seventy-five years of age think differently about a succession plan 
than a senior pastor who is forty-five years of age? Does a senior pastor who has always 
been in a religious environment where a succession plan is customary more apt to 
participate in effective succession planning? Are senior pastors in the North more prone 
to implement a succession plan than a senior pastor in the South? Regardless of what 
factors come into play, there were definite correlations between the decision to 
implement a succession plan and the Holy Spirit which must be in the center of any 
decision made regarding a succession plan, which consequently was revealed in 
numerous theologians’ research. 


What does theologian think about 
a succession plan? 

• ••••• 


How do different religious 
affiliations affect the theologian's 
views on succession planning? 


Does a theologian's age or 
race affect their views of 
succession planning? 

• • # + # 


Does a theologian feel that it is 
possible to cross over to another 
religious affiliation to participate 
in a succession plan? 


Does geographic location affect 
how a theologian analyzes a 
succession plan? 



Figure 1. Arrows of Their Ways Theological Model: Factors that influence the 
theologian’s viewpoint on succession planning 
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•DoesitirKludes all 
religious presuations? 

■Does reviewing 
succession planning 
includes the Black 
Baptist church? 

■Does the education level 
have an effect on the 
veiwpoint of succession 
planning? 

■Does neopotism have a 
part in succession 
planning? 

■Does tradition and 
culture play a part in 
succession planning? 

■Does theologians feel 
the black Baptist 
churches want to change 
how they view and 
accept succession 
planning? 


Theologian attitude 
toward succession 
planning 


Theologian reseach on 
succession planning 

•Are all religious 
presuasions being 
researched? 

•Why are there limited 
research on the Black 
Baptist churches? 

•How many Black Baptist 
churches have 
participated in the 
succession planning 
research? 

•What are the difference 
between white and black 
Baptist churches as it 
relates to succession 
planning? 



•Who will investigate the 
succession planning of 
the Black Baptist church 
in the future? 

•How is this data being 
collected and analyzed 
reagarding the black 
Baptist church? 

•How will succession 
planning be addressed in 
the Black Baptist church? 
•What process will be use 
to galvanize support for 
succession planning in 
the Black Baptist 
churches? 

•How will theologians 
address the lack of 
succession planning in 
the black Baptist church? 


Theologian action plan 
for succession planning 


Figure 2. Theologian’s model for including the Black Baptist Church 










CHAPTER FIVE 


THEORETICAL FOUNDATIONS 


Succession planning can have voluminous meaning to difference organizations. It 
can be the ice-breaker for a church thriving to have a suave transition to alleviate a 
caustic state for the future. This chapter will explore the pros and cons of the succession 
plan in various settings such as academics, charter schools, sports, legal entities, and the 
corporate world. An investigation on how the succession plan affects cultural, social, and 
psychological aspects of any operation as it relates to a successor transition will be 
paralleled with black Baptist churches. There appears to be many theories on succession 
planning which produces innumerable outcomes and approaches to addressing this 
matter, thus taking into consideration the copious variables that can affect the notion of 
replacing an individual who is overdue for retirement or needs to resign for the progress 
of the organization or church. A crucial and critical question is, will the pastor who is 
facing retirement, aging or declining in health give up his or her pastoral position 
gracefully, or will he or she hold on to that position to the end, even at the demise of the 
religious institution and or church? 

The black Baptist church is a worthwhile candidate for the rites of passage to a 
succession plan. With this religious institution’s intrinsic mindset toward the mere 
acceptance of a succession plan, will the time come when the black Baptist church looks 
past what is tradition and get on the freedom train to a healthy path of planning for their 


83 



84 


next successor for the betterment of the church? Will the spiritual leaders in the black 
Baptist church draw a line in the sand and plant footprints in the history of the church to 
be a beacon of hope for the next generation of new successors who anxiously await the 
passing of the mantle? The black Baptist church has been bequeathed a tradition of not 
having a central authority body, which will leave this religious institution an orphanage 
and beneficiary of non-progress, if there is no change in the cultural mindset regarding a 
succession plan. Does the black Baptist church have any correlation with other 
organizations such as educational institutions, corporations, law firms, and public and 
private entities as it relates to succession planning? 

Succession Planning in the Academic Environment 

Bruce Walker asks, 

Why is it important to understand and implement effective succession planning? 
Investing in school and system leadership is an essential component of a 
successful and strong public education system. Leadership development and 
succession planning are necessary to the development of a culture that nurtures 
dynamic growth and supports purposeful and professionally managed change. 1 

Succession planning is an ongoing process. It ensures that school leaders are recruited, 

developed, encouraged, and motivated to fill key roles within the school system. 

Succession planning is not an event, but a clear, strategically developed plan to recognize 

and value potential successors and prepare them for the future. An effective succession 

planning process also ensures that highly competent employees are recognized, 

appreciated, supported, and offered opportunities for advancement, leadership, and 

inspiration. A successful succession plan is closely connected to long-term goals and a 

1 The Council of Ontario Directors of Education (CODE), “Succession Planning,” Advisory , no. 

19 (January 31, 2012): 1. 
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vision for the future. A research report developed for The Institute for Education 

Leadership entitled Succession Planning for Leadership in Ontario Schools and School 

Boards, stresses the importance of planning for a positive future. The report states, 

Succession planning starts early, it is anticipatory, it is based on data about future 
needs and it reflects the vision and mission of the organization. Without effective 
superintendents, principals, and vice-principals to support excellent teachers, 
create outstanding schools, and foster student achievement, our public education 
system will suffer. The need to recruit and retain capable leaders means that 
succession planning and leadership development must become a priority for 
Ontario schools and school boards. This requires organizations to take a long¬ 
term, strategic view of the way they manage their human resources.” 2 

Thornton and Williams states, 

The historical contingency of executive power and succession in the higher 
education publishing industry. We combine interview data with historical 
analysis to identify how institutional logics changed from an editorial to a market 
focus. Event history models are used to test an editorial to a market focus. Event 
history models are used to test for differences in the effects of these two 
institutional logics on the positional, relational, and economic determinants of 
executive succession. The quantitative findings indicate that a shift in logics led 
to different determinants of executive succession. Under an editorial logic, 
executive attention is directed to author-editor relationships and internal growth, 
and executive succession is determined by organization size and structure. Under 
market logic, executive attention is directed to issues of resource competition and 
acquisition growth, and executive succession is determined by the product market 
and the market for corporate control. 3 

In Bruce Walker’s article on the theory of succession planning, he makes several 

contributions to this topic. First, he states, 

The study establishes empirically the historical contingency of the potential 
sources of power and executive succession in organizations. Linking neo- 
institutional theory and research to the study of intra-organizational power and 
executive succession, we develop and test hypotheses that focus on the historical 
periodization of sources of executive power and control. We extend existing 
studies of organizational politics by exploring how the salience of various sources 


2 The Institute for Education Leadership, Succession Planning for Ontario Schools and School 
Boards (Ontario, Canada: The Institute for Education Leadership, September 2008), 12. 

3 The Council of Ontario Directors of Education (CODE), “Succession Planning,” 2. 
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of power, both internal and external to the organization, formal position and rank 
in the hierarchy, organization size and differentiation, ownership form, resource 
competition, and the market for corporate control are historically contingent on 
the prevailing institutional logics. 4 

Second, Bruce Walker states in his article, 

A theoretical contribution by developing a set of mechanisms, operating across 
multiple levels of analysis, by which institutional logics shape power in 
organizations. At the macro-level, we build upon focus institutional logics as 
supra-organizational patterns, both symbolic and material, that order reality and 
provide meaning to actions and structure conflicts. At the industry level, we 
propose that logics are embodied in the common identity of industry players, 
which is based on social comparison and status competition among competitors. 

At the level of organizational actions and decisions, we focus on the social 
organization of attention and decision-making. We extend theory by proposing 
three mechanisms by which institutional logics direct attention to alternative 
sources of power in organizations. 5 

Third, Bruce Walker states in his article, 

The empirical analysis of institutional perspectives by combining interviews and 
historical research with the use of piecewise exponential models to test the 
consequences of differing institutional logics on succession. The piecewise 
specification tests for interaction effects of the organizational and market 
determinants of power with the institutional logics prevailing in different 
historical periods. This is the first study to combine an extensive data set using 
interviews, literature reviews, and quantitative modeling with annual event history 
data on individual actors, organizations, and their environments. 6 

Bruce Walker’s article is organized as follows, to prove these significant points in his 

cutting-edge article on succession planning. First, he develops his theory of how a 

transformation in institutional logics changes the determinants of executive succession, 

which was different from most study regarding this topic. Second, he uses interviews and 

historical research to develop a typology of two ideal types of institutional logics: 

editorial and market, which was a good parallel in this setting. Third, he formulates 


4 The Council of Ontario Directors of Education (CODE), “Succession Planning,” 2. 

5 The Council of Ontario Directors of Education (CODE), “Succession Planning,” 3. 

6 The Council of Ontario Directors of Education (CODE), “Succession Planning,” 4. 



87 

hypotheses that relate the attributes of these ideal types to the dependent variable, 
executive succession. Lastly, he uses event history models to test his hypotheses on how 
changes in the institutional logics affect the rate of executive succession. What was 
unique about this approach to the succession planning was how he uses variables to 
predict the consequence of when the succession plan could be implemented. 


Succession Planning in the Business Arena 

William Ocasio explains, 

Patterns of political dynamics which this paper develops a model of the 
circulation of power and compares it with an alternative model, the 
institutionalization of power, in an event history analysis of CEO succession. The 
circulation of power emphasizes the internal contests for control and opposition to 
the CEO that emerge with increased executive tenure and under conditions of 
economic adversity. The study finds support for an increasing rate of CEO 
succession during the first decade of tenure. 7 

William Ocasio also examines an institutional theory of action in exploring the 

consequences of formal and informal rules on the Chief Executive Officer (CEO) 

succession process. An analysis of the competing risks of insider versus outsider CEO 

succession in U.S. industrial corporations provides evidence that boards rely on both past 

precedents and formal internal labor markets for executive succession and the selection of 

insiders versus outsiders as CEOs. 8 

Richard Vancil states, 

The type of succession process matters. Often CEO succession is an orderly 
process in which the incumbent steps down to be replaced by an heir apparent 
who has been identified and groomed for the position. The process of identifying 


7 William Ocasio, “Political Dynamics and the Circulation of Power: CEO Succession in U.S. 
Industrial Corporations, 1960-1990 ” Administrative Science Quarterly 39, no. 2 (June 1994): 285. 

8 William Ocasio, “Institutionalized Action and Corporate Governance: The Reliance on Rules of 
CEO Succession ” Administrative Science Quarterly 44, no. 2 (June 1999): 384. 
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and grooming begins again. This is known as relay succession as in a relay race, 
when one runner hands off the baton to the next. You have to point to the need 
for proper development of internal candidates. This means at least two major 
enterprise positions, with each assignment lasting three years. You have to also 
point to the dangers of the board selecting a second in command whose skill set 
may be complementary to the CEO’s, but not what is needed for the CEO role. 9 

An internal successor will have a greater positive impact on firm performance 
than an outsider when relay succession is used. This is the case whether the firm 
is performing well or not prior to the succession. This is not the case when an 
organization has decided not to identify an heir apparent, but instead selects from 
a group of several internal candidates. The larger the pool of internal candidates, 
the less likely it is that an heir apparent will be named. In that situation, when a 
firm has not performed well, an outsider is more likely to have a positive impact 
on firm performance than a non-heir apparent. Generally speaking, outside 
successors are recommended when a significant change is needed. The belief is 
that an outsider can bring a fresh perspective unencumbered by old political 
alliances and strategic and operational approaches that are out of touch with the 
current market. 10 

From another perspective, these constraints (organizational knowledge and a 
strong network) are the tools an insider would use to move change through an 
organizational system. An outsider will need at least six months to two years to 
develop this and until then he or she will be vulnerable to possible board 
impatience or dissatisfaction and/or to opposition from incumbent senior 
management. 11 

While it is possible to think of examples in which an outsider brought necessary 
change - Lou Gerstner at IBM is among the most prominent - the benefit of 
choosing an outsider is far from certain, especially when considering financial 
results. The external successors do not necessarily deliver better results than 
those they replace. Additionally, when an outsider becomes CEO following 
planned turnover - usually retirement - the impact on firm performance is 
negative. 12 

There is an assumption that an inside successor will continue the practices of his or her 

predecessor. Vancil points out that, 


9 Richard F. Vancil, Passing the Baton: Managing the Process of CEO Succession (Boston, MA: 
Harvard Business School Press, 1987), 314. 

10 Vancil, Passing the Baton, 315. 

11 Vancil, Passing the Baton, 316. 


12 Vancil, Passing the Baton, 317. 
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This may not be the case and that it is a mistake to focus solely on the CEO 
successor when trying to understand the performance consequences of CEO 
succession. Post succession executive turnover matters. It has a negative impact 
on firm ROA with outsider successions and a positive impact with internal 
successions when the internal successor is a person who has decided to challenge 
the practices of the departing CEO. 13 

Similarly, just because someone has been named heir apparent does not mean 
they will become CEO. Vancil points out that when the CEO is powerful and the 
firm is prospering, heirs apparent are more likely to leave because the CEO acts to 
retain power. However, when the CEO is powerful and the firm is not doing so 
well, heirs apparent are more likely to remain. 14 

Vancil also states outside board members have an important role. When the firm is doing 

well, outside directors are more likely to encourage heirs apparent to remain with the firm 

and to push for promotion against a strong CEO. “When a firm is not doing well, 

directors may view heirs critically: if their performance is not strong, they are not likely 

to be promoted to CEO. The argument here is that it is easier and less expensive to 

remove an under-performing heir than to remove an under-performing CEO.” 15 

In the black Baptist church, there may be a strong correlation regarding senior 

pastors selecting insiders versus outsiders by the nature of the culture that exists in this 

religious institution. The problem may arise when the senior pastor selects an outsider to 

be the successor, especially without the approval of the church official board and the 

congregation as a whole. Lack of approval could stem from established processes or 

individuals with a desire to acquire the position of pastor. In some instances, approval 

and authority is granted through by-laws or an official board. In these instances, the 

problem lies in the lack of a well-developed, well-articulated, viable succession plan. 


13 Vancil, Passing the Baton, 318. 

14 Vancil, Passing the Baton, 319. 


15 Vancil, Passing the Baton, 320. 
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Without well-developed succession plans, the result can be a partially confused and 
sometimes disgruntled congregation, which likely could have been alleviated had there 
been a presentable, viable and biblical succession plan offered. Other guidelines such as 
job descriptions for leadership should be incorporated in the constitution and or church 
by-laws. Having job descriptions in place will add to the implementation of the 
succession plan. 


Succession Planning from the White House 

When evaluating the federal government of the United States, there is a 

succession plan in place for the White House through the Executive Order 13533 in the 

Department of Defense. President Barack Obama states, 

By the authority vested in me as President by the Constitution and the laws of the 
United States of America, including the Federal Vacancies Reform Act of 1998, 
as amended, 5 U.S.C. 3345 et seq., it is hereby ordered that: Section 1 . Order of 
Succession . 

(a) Subject to the provisions of section 2 of this order, the following officials of 
the Department of Defense, in the order listed, shall act as and perform the 
functions and duties of the office of the Secretary of Defense (Secretary) during 
any period in which the Secretary has died, resigned, or otherwise become unable 
to perform the functions and duties of the office of the Secretary, until such time 
as the Secretary is able to perform the functions and duties of that office: (1) 
Deputy Secretary of Defense;(2) Secretary of the Army; (3) Secretary of the 
Navy; (4) Secretary of the Air Force; (5) Under Secretary of Defense for 
Acquisition, Technology, and Fogistics; (6) Under Secretary of Defense for 
Policy; (7) Under Secretary of Defense (Comptroller); (8) Under Secretary of 
Defense for Personnel and Readiness; (9) Under Secretary of Defense for 
Intelligence; (10) Deputy Chief Management Officer, Department of Defense; 

(11) Principal Deputy Under Secretary of Defense for Acquisition, Technology, & 
Fogistics; (12) Principal Deputy Under Secretary of Defense for Policy; (13) 
Principal Deputy Under Secretary of Defense (Comptroller); (14) Principal 
Deputy Under Secretary of Defense for Personnel and Readiness; (15) Principal 
Deputy Under Secretary of Defense for Intelligence; (16) Director of Defense 
Research and Engineering; (17) General Counsel of the Department of Defense, 
the Assistant Secretaries of Defense, the Assistant to the Secretary of Defense for 
Nuclear and Chemical and Biological Defense Programs, the Director of 
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Operational Test and Evaluation, the Director of Operational Energy Plans and 
Programs, and the Director of Cost Assessment and Program Evaluation; (18) 
Under Secretaries of the Army, the Navy, and the Air Force; and (19) Assistant 
Secretaries of the Army, the Navy, and the Air Force, and General Counsels of 
the Army, the Navy, and the Air Force, (b) Precedence among officers designated 
within the same paragraph of subsection (a) shall be determined by the order in 
which they have been appointed to such office. Where officers designated within 
the same paragraph of subsection (a) have the same appointment date, precedence 
shall be determined by the order in which they have taken the oath to serve in that 
office. Sec. 2 . Exceptions , (a) No individual who is serving in an office listed in 
section 1 in an acting capacity, by virtue of so serving, shall act as Secretary 
pursuant to this order, (b) No individual listed in section 1 shall act as Secretary 
unless that individual was appointed by the President, by and with the advice and 
consent of the Senate, and that individual is otherwise eligible to so serve under 
the Federal Vacancies Reform Act of 1998, as amended, (c) Notwithstanding the 
provisions of this order, the President retains discretion, to the extent permitted by 
law, to depart from this order in designating an acting Secretary. Sec. 3 . 
Revocation . Executive Order 13394 of December 22, 2005 (Providing An Order 
of Succession Within the Department of Defense), is hereby revoked. Sec. 4 . 
Judicial Review . This order is not intended to, and does not, create any right or 
benefit, substantive or procedural, enforceable at law or in equity by any party 
against the United States, its departments, agencies, or entities, its officers, 
employees, or agents, or any other person. 16 

The succession plan implemented by the White House is very detailed in its chain of 

command, which gives a new engine to the importance of having a succession plan in 

place. This is just one example of the importance of having a viable succession plan in 

place for an organization, church or business to be sustainable for generations to come. 

Doing so requires a paradigm shift and many times a change in the cultural thinking of 

those affected by the change. Just as President Obama saw the need for rethinking the 

succession plan for the Department of Defense, many black Baptist pastors need to 

examine their thinking in terms of ensuring that they have a biblical succession plan in 

place prior to his or her departure. 


16 Barack Obama, Executive Order 13533, “Providing an Order of Succession within the 
Department of Defense,” The White House, Office of the Press Secretary, March 1, 2010, 404. 
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Succession Planning in Banking World 

Abdulkadir Musa Badara, Husna Johari, and Tan Fee Yean state, 

Leadership succession can play a very important role in ensuring better 
performance of individuals in an organization. However, in Nigerian context 
especially in the banking sector this issue receives less attention from past 
researchers. Thus, there is a need to explore this issue and the purpose of this 
paper is to examine the relationship between leadership succession and individual 
performance in the Nigerian banking industry. This paper will provide a 
framework that will examine the relationship between leadership succession and 
individual performance in the Nigerian Banking sector. Leadership successions 
are warning sign events in organizations’, which are always influenced by the 
business push as precursors to strategic reorientations in order to achieve better 
individual performance. Leadership succession is a process, which provides an 
opportunity or a chance for the alteration of the existing power contact, for the 
introduction of better strategic system and for strategic change to occur. 
Leadership succession can be seen as a process whereby a new leader, take the 
place of a retiring leader and inherits all the rights and responsibilities of the 
company position. Additionally, leadership succession can be defined as the 
transfer of leadership from the incumbent leader to a successor in order to ensure 
continuity in an organization and or church. Succession occurs when a firm or 
organization declare the appointment of a new CEO. The declaration of CEO 
change sends a very strong sign that the person accountable for the weak or strong 
performance is about to be replaced and that his successor can move the 
organization to greater success. CEO choices are normally made behind closed 
doors, thus information about how board members select CEO are hardly shared. 
This allows the leadership in a firm to decide how, what and when information is 
shared. Because this procedure takes place privately, members of the financial 
press reporting the event, as well as shareholders, do not have access to 
information until organization leaders decide to release it. However, it is 
suggested that board members expect that newly appointed leader will make 
changes and will impose a mandate for improving the organization’s strategies, 
vision, mission, and goals for better performance. In the same vain, when 
leadership succession occurs, a new person, with new perspectives and skills, 
including new ideas on the range of markets in which a firm should compete and 
takes over the organization. Hence, succession often means change in the process 
or way in which a firm operates, it carries with it the possibility that existing 
norms and expectations within the organization will be upset . 17 


17 Abdulkadir Musa Badara, Husna Johari, and Tan Fee Yean, “Leadership Succession and 
Individual Performance in Nigerian Commercial Banks,” European Journal of Business and Management 
6, no. 29 (2014): 43. 
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This study validates the hypothesis that if churches implement a credible and viable 
succession plan for pastors, the result will be an ongoing healthy congregation, and when 
a plan is not developed churches suffers. Even in the black Baptist church, leadership 
succession can be incorporated whereby a successor takes the place of a retiring spiritual 
leader and inherits all the rights and responsibilities of the church’s position with the 
senior pastor’s blessings. Additionally, this leadership succession can be defined as the 
transfer of leadership from the incumbent spiritual leader to a successor, in order to 
ensure continuity in the church, therefore alleviating erosion in the congregation. This 
process will prevent unhealthy congregations, acrimony in the congregation, 
unproductive ministries and tedious pulpit search committee processes. Nevertheless, the 
senior pastor must be willing to let go and assist in the process of welcoming the 
successor to the congregation and supporting the jurisdiction of the new shepherd, the 
successor. 


Succession Planning for NBA and ABA Teams 

According to Jeffrey Pfeffer and Alison Davis-Blake, 

The analysis of data for 22 teams in the National Basketball Association (NBA) 
indicated that succession has no effect on subsequent team performance when 
prior performance is controlled, a result consistent with those of other studies. 
However, when the competence of new coaches is included in the analysis, it 
appears that succession affects subsequent performance. Teams in which 
succession occurred, and in which (1) the coach had a good prior record, (2) had 
prior experience in the NBA or ABA, or (3) had brought about performance 
improvements in other teams, performed better than teams whose new coaches 
either lacked experience or had performed less well in the past. The results 
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suggest that attempts to estimate succession affects need to consider the 

competence of successors. 18 

King’s Theories and Methodology Approaches for Succession Planning 

In addressing the theoretical aspect, several models were created to shine light on 
the deficit in the examination of succession planning regarding the black Baptist church. 
This approach will be utilized to bring new insights, theories or methodologies with 
which to approach this subject matter. In the center of investigating the pros and cons of 
the lack of a succession plan in black Baptist churches, this study will attempt to focus on 
the successor being the seed of God’s hope to be a shepherd who has the blessing of the 
senior pastor, the board of directors, the official board of the church, the deacons, the 
laity groups and the congregation in order to promote a healthy and thriving church for 
the twenty-first century. 

This study embraces the theory that placing the successor in the center of all 
actions or facets of the church will foster a healthy relationship with each member 
involved in the church, because it would be apparent to the congregation that the 
successor has the blessing of the senior pastor. The argument is that if the successor in 
most black Baptist churches has the total support of the senior pastor, especially when 
that pastor has been at that congregation for two or three decades, the congregation will 
also lend their support to the successor for the betterment of the overall church. There 
may be some hesitation and resistance from some in the congregation, and some may 
need extra time to adjust to the change; however, the role of the senior pastor in ensuring 

18 Jeffrey Pfeffer and Alison Davis-Blake, “Administrative Succession and Organizational 
Performance: How Administrator Experience Mediates the Succession Effect,” The Academy of 
Management Journal 29, no. 1 (March 1986): 72-83. 
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a smooth transition should not be overlooked. Through educating, training, listening and 
conducting open meetings with the congregation, many can be sold on the successor. An 
example of such is what took place between Moses and Joshua, Elijah and Elisha, John 
the Baptist and Jesus. 

As stated, the senior pastor will indeed have to set the stage for the acceptance of 
the successor. When he or she clears the path for his or her successor by indicating that 
his or her goal is for the success of the church and his or her successor, it produces an 
atmosphere for a healthy congregation to work through challenges that the successor may 
face. Placing the successor in the center of change for the church will bring focus to the 
importance of how this position must have 100% support from the senior pastor, 100% 
support from the official board, and overwhelming support from the congregation with 
the realistic expectation that this succession plan must be given appropriate time to be 
implemented to have a chance for success. Thus, there is a need for an adjustment phase, 
which can be used to address many factors that may come into play due to the cultural 
fiber of black Baptist churches. 

Theory I: The Biblical Target Model for a Succession Plan 

The Biblical Target Model for a Succession Plan is focused on strategically 
placing the successor in the center as a target in the surrounding compass of the senior 
pastor and congregation. An effective succession plan thus aims to produce a healthy and 
thriving church for the twenty-first century. In the center of the Biblical Target Model is 
the attempt to focus on the successor being the organic seed of God’s hope to be a 



96 


shepherd who has the blessing of the senior pastor, the official board of the church, the 
deacons, the laity groups and the congregation. 

This model embraces the theory that placing the successor in the center of all 
actions of the church it will foster a healthy relationship with each member involved in 
the church, because it would be apparent to the congregation that the successor has the 
blessing of the senior pastor. If others are cognitive that the beloved pastor supports the 
successor, they will also lend their support for the betterment of the church. Some of the 
congregation may be hesitant and need extra time to digest the idea of a new shepherd 
and pastor, but with education, training, time, evident pastoral concern, and the ability 
and willingness of the senior pastor to reassure the congregation that this move is in the 
best interest of the church and is ordained by God, the members will likely be sold on the 
successor. 

Finally, this model shows three powerful entities that will help ensure the success 
and smooth transition of this succession model. The entities include the successor being 
encircled by the pastor, the official board and the congregation, which can insulate him or 
her from negativity and the resistant forces that may be opposed to change. 
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Figure 3. BTMFASP - Biblical Target Model for a Succession Plan 

Theory II: Continuum Succession Processes for Black Churches 

This model is a theory based on a succession process that falls along a continuum, 
with the replacement of the senior pastor on one end, a healthy and thriving church on the 
other end, and a successor in the middle. As the chart below indicates, the replacement 
of the senior pastor focuses on the identification of a successor that he or she may believe 
would be a good replacement for him or her once they step down from the position as 
shepherd of the church. Basically, it is a forecast by a black Baptist pastor who truly 
believes that God has given him or her discernment to identify his or her successor. 

The first option is for the senior pastor to select the successor. The second option 
is for the senior pastor to select the successor with the blessings of the official board. If 
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the official board approves this process, it is the senior pastor who will mentor and 
entirely support the successor he or she believes would be a good replacement. This 
strategy has a better likelihood of working with the blessing of the official board and the 
congregation. The first option is that the senior pastor steps out on faith and makes the 
decision to select his or her successor without the input of the official board. This option 
is based on the assumption that the current senior pastor is also a model for the new 
successor. However, this assumption may not take into consideration issues such as 
insecurity, nepotism, outdated traditions, political influences in the church, and personal 
control. 

Based on the history and culture of most black Baptist churches, the process of 
selecting one’s own successor is customary. The mindset behind this seems to be 
customary as well, as many pastors feel that they are in the best position to select their 
successors. This feeling is probably more prevalent among those pastors that have been 
at a particular congregation for two or three decades. This option or model may pose the 
most challenges, and thus, possibly create an unhealthy environment for the entire 
congregation in the long run. The reason being that if a pastor is convinced that his or 
her opinion is what counts and matters in the end, the stage is possibly set for a fight 
between the pastor, official board, congregation or all three. The result spells disaster! 
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Figure 4. Continuum Succession Processes for Black Churches 
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Theory III: Biblical Succession Model Pyramid 

• Senior pastor’s resolution of legacy and passing on the mantle. This should be a 
celebration of new life and growth for the church. 

• Announcement to official board members, deacons, trustees, (1-2 years before the 
succession plan process is totally implemented). 

• Senior pastor informs the congregation. This step is critical to how the 
congregation will react to the successor. If the members of the congregation see 
that the senior pastor is begrudging of his or her transition, they will most likely 
be negatively affected and rebel to the transition, which will stagnate the progress 
of the church. 

• Identify, interview, select the successor. This stage will inform one of the 
attributes that the successor possesses. It will identify whether or not the 
successor is a good fit for the church or if the church is a good fit for the 
successor. 

Option 1: Senior pastor selects successor, This is the traditional role of the black 
Baptist church. 

Option 2: Search committee selects successor. This option is more difficult, but 
may create a broader slection of internal and external candidates. 

• Identify the pros and cons of the new sucessor in relationship to the congregation. 
Senior pastor should be the lead mentor to make the transition smooth and 
amicable. The successor must have total automomy to lead in his or her way. 

• Adjustment phase - Sucessor must have 100% support from the outgoing senior 
pastor. The senior pastor must exercise a hands-off approach in this succession 
stage. “You Are Your Brother’s and Sister’s Keeper Phase” 

• Reassure the congregation that they are in good hands with the new succesor. If 
the church experieces division or turmoil, the senior pastor must support the 
successor 100% at least through the adjustment period. This will be a critical step 
to the success of the succession plan. 

• During the first 1-2 years, the Senior pastor should be serving in the position of an 
observer only. The senior pastor should not send mixed messages to the members 
of the congregation regarding the successor. “The Spirit of Separation Phase” 

• Within 2-3 years, the congregation will see the fruits of the successor's labor. He 
or she will have made their footprints in the the Biblical layers of the church. 



Outcome: A healthy and thriving congregation, thus leaving the church with 
integrity and harmony to grow. “Footprints of Hope Phase” 
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Outcome 


A healthy and thriving congregation, thus leaving the 
church with integrity and harmony to grow. 


Within 2-3 years, the congregation will see the fruits 
of the successor's labor. 

"Footprints of Hope Ph ase" _ 

During the first 1-2 years, the Senior pastor should be 
serving in the position of an observer only. 

"The Spirit of Separation Phase" 

Reassure the congregation that they are in good hands 
with the new successor. 

Bonding Phase 
Adjustment phase 

"You Are Your Brother's and Sister's Keeper Phase" 


Identify the pros and cons of the new sucessor in 
relationship to the congregation. 


Identify, interview, and select the successor. 

Option 1: Senior pastor selects successor 
Option 2: Search committee selects successor 




Senior pastor informs the congregation. 


Announcement to official board members, deacons, 
trustees, (1-2 years before the succession plan process 
is totally implemented) 


Senior pastor's resolution of legacy and passing on the 
mantle. This should be a celebration of new life and 
growth for the church. 


Figure 5. Biblical Succession Model Pyramid 














101 

Theory IV: The Biblical Continuum Layers Model of Succession Plan for the Black 

Baptist Church 

The biblical continuum layers model of succession plan for the black Baptist 
church is based on the theory that the successor is the seed of the process which will be 
surrounded by the senior pastor, trustees, official board, deacons, and laity groups. The 
successor’s biblical footprints are embedded in the congregation with the blessing of the 
senior pastor. This will be a critical layer of the model because the senior pastor must 
support the successor 100%. If this layer is successful, then the next layer will produce a 
stabilization of the church, which will entail social, financial and outreach programs 
remaining intact. The last layers which comprise all the inner layers will produce a 
healthy and thriving church for the twenty-first century. 
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Healthy, thriving 
church for the 21st 
Century 

Stablization of Church 

(Financial, Social and 
Outreach Programs Intact) 


The successor's biblical 
footprints embedded in the 
congregation with the blessing 
of the Senior pastor 


Congregation 


Official Board 


Senior Pastor 


Figure 6. The Biblical Continuum Layers Model of Succession Plan for the Black Baptist 
Church 


Theory V: FABS Model - Factors Affecting Biblical Succession 

The Factors Affecting Biblical Succession (FABS) is a model that addresses the 
factors that affect the process of succession planning. The factors orbit around the 


succession plan to enhance or bring all entities that will alter or promote success or 
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failure to this process. Based on this model, thirteen separate factors are depicted 
representing the FABS model. The thirteen factors are: (1) age, (2) race, (3) gender, (4) 
internal and external candidates, (5) lack of a centralized authority body, (6) religious 
traditions, (7) religious bias, (8) cultural disparities, (9) cognitive, analytical and social 
abilities, (10) financial instability, (11) education, (12) generational differences, and (13) 
personal insecurities. For instance, how does age affect the succession process? Would a 
senior pastor govern a succession plan totally different than a young pastor from another 
generation? What is the attitude toward succession planning as it relates to a black Baptist 
church and a white Baptist church? Is there a defined difference in how business is 
carried out in different cultural settings? Traditionally, will a female pastor react 
differently from a male pastor in regards to the succession plan? Will a female pastor be 
considered as a successor in most traditional black Baptist churches? Does it matter if the 
successor is selected internally or externally? This biblical succession model brings into 
play several factors that can make or break this process. 
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Figure 7. FABS Model - Factors Affecting Biblical Succession 
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Theory 6: The Biblical Succession Guide Model for the Black Baptist Church 

This model is a layout of the four entities that make up the biblical succession 
guide which entails the church, senior pastor, successor and traditional attitudes and 
behaviors. Church leaders must be informed and included in a pulpit search committee. 
Church: 

• The members of the congregation must be informed of the succession planning 
process. 

• The church must be open to a new successor. 

• They should be educated on the purpose of a succession plan and the pros and 
cons of this instrument. 

• If there is any division in the church due to the transition of the senior pastor, the 
senior pastor should take the lead to rectify this problem. 

• Upon the installation of the new successor, all members of the congregation 
should be directed back to the new successor to resolve all problems or concerns. 

Senior pastor: 

• The senior pastor should take the lead in assuring that the succession plan is 
carried out with the tranquility of systematic order. 

• The senior pastor must exert 100% support to the successor regardless of the past 
relationship he or she has had with the members of the congregation, to assure 
that there is no discord in the church. 

• The senior pastor’s ultimate goal should be to transfer the church to the successor 
with every intent given to the honor of God. 

• The responsibility of the transfer of the church integrity is the sole duty of the 
senior pastor. 


Good mentoring of the successor will be the key to the triumph of the successor. 
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Successor: 

• The successor must understand the difficulties that come with a transition of a 
senior pastor. 

• The successor must be willing to face rejection initially, which will assist in less 
turmoil experienced in the long run. 

• The successor must be the leader with an open mind to all personalities he or she 
may encounter in the wake of a transitional storm. 

• The successor should enter into the position of a good shepherd as a humble 
servant for the people of God. 

• Be respectful of the congregation loss of their beloved senior pastor and be 
supportive. 

Traditional attitudes and behaviors: 

• Age, race, and gender disparities; 

• Not wanting a change in spiritual leader due to cultural and social traditions; 

• Continually going around the successor to keep the relationship with the senior 
pastor; 

• Not willing to embrace a new vision for the betterment of the church; 

• Instigating negative communication and behavior to derail the successor; 

• Withholding tithing and or finances to control the growth of the church; 

• Not wanting to accept that change has to come in order for the church to be in a 
healthy state. 
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Church 

• Church leaders must be informed and 
included in a pulpit search committee. 

• The members of the congregation must be 
informed of the succession plan process. 

• The church must be open to a new successor 

• They should be educated on the purpose of a 
succession plan and the pros and cons of this 
instrument. 

• If there is any division in the church due to 
the transition of the senior pastor, the senior 
pastor should take the lead to rectify this 
problem. 

• Upon the installation of the new successor, 
all members of the congregation should be 
directed back to the new successor to resolve 
all problems or concerns. 


Senior Pastor 

• The senior pastor should take the lead in 
assuring that the succession plan is carried 
out with the tranquility of systematic order. 

• Senior pastor engages the official board to 
enssure that he has the support. 

• The senior pastor must exert 100% support to 
the successor regardless of the past 
relationship he or she have had with the 
members of the congregation to assure that 
there is no discord in the church 

• The senior pastor ultimate goal should be to 
transfer the church to the successor with 
every intent given to the honor of God 

• The responsibility of the transfer of the 
church integrity is the sole duty of the senior 
pastor. 

• Good mentoring of the succsor will be die 
kev to the tnurnnh of the successor. 


Quick Guide for Biblical 
Succession Plau Model 


Successor 

• The successor must understand the 
difficulties that comes with a transition of a 
senior pastor. 

• Be willing to face rejection initially which 
will assist in a less turmoil experience in the 
long run. 

• Be the leader that has an open-mind to all 
personalities that he or she may encounter in 
the wake of a transitional storm. 

• Successor should enter into the position of a 
good shepherd as a humble servant for the 
people of God. 

• Be respectful of the congregation lost of then 
beloved senior pastor and be supportive. 


Traditional Attitudes and Behaviors 

Age, Race, Gender disparities 

Not wanting a chang e in spiritual leader due to 

cultural and social traditions 

Continually going around die successor to 

keep the relationship with the senior pastor. 

Not willing to embrace a new vision for the 

betterment of the church. 

Instigating negative communication and 
behavior to derail the successor. 

Holding tithing to control the growth of the 
contol 

Not wanting to accept that change has to come 
in order for the church to be in a healthy state. 


Figure 8. The Biblical Succession Guide Model for the Black Baptist Church 


CHAPTER SIX 


PROJECT ANALYSIS 

The purpose of this current study is to develop a biblical model that can serve as a 
guideline for those churches, pastors, congregations that are seriously engaging in the 
discussion about having a viable succession plan prior to the departure of its leader. This 
current project joins the existing research by those organizations in corporate America, 
the military, and others that have grappled with the issue of ensuring that there is a viable 
succession plan in place for its organization or church. 

The goal of this research project was to determine the views, opinions, attitudes, 
comprehension and feelings about a viable succession plan for the church as well as some 
of the thought processes of those participating in the research as it relates to a succession 
plan. The goal was achieved by conducting surveys and interviews with various groups 
in the church community. 

Research reveals that most companies, churches or organizations recover best 
when there is a viable succession plan in place prior to the departure of its leader. The 
hypothesis is that if viable succession plans are developed and implemented 
congregations can avoid unnecessary problems traditionally encountered by pastors and 
congregations. John Black in his article, “The Bishop Eddie Long I Knew” said “When a 
church is built around a charismatic leader, there’s no plan B when that leader is 
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compromised.” 1 This statement also applies to churches that do not have a plan B, a 
succession plan, when a senior pastor leaves, dies or retires. 

Lyle Schaller, who wrote the forward for the book entitled The Passion Driven 
Congregation, reiterated the same thing when he asked the question ‘‘What’s the blackest 
cloud in the sky over today’s mega church? The biggest cloud is that sooner or later the 
senior pastor who led the building of that ministry will die, move away, retire, run off 
with the spouse of a member, be forced to resign, or simply depart because of a severe 
case of itchy feet.” 2 


Methodology 

Over several weeks I surveyed congregational members, which included deacons, 
trustees, and other leaders of the congregation. I also conducted surveys from individuals 
across the country including active and retired military, pastors, laymen, civilians not 
associated with the military or the church as well as conducted live interviews with 
seasoned pastors, former members of a pulpit search committee and conducted a mock 
pulpit search committee workshop. 

The research questions for this study were: 

(1) On a scale of one to five with five being the highest and one being the least 
would you say that you have a clear understanding of a biblical succession plan 
for the church? 

(2) On a scale of one to five with five being the highest and one being the least 
would you say that every church should have a succession plan? 


1 John Blake, “The Bishop Eddie Long I Knew,” CNN, February 4, 2017, accessed February 4, 
2017, http://www.cnn.com/2017/02/03/us/bishop-eddie-long-i-knew/. 

2 E. Carven McGriff and M. Kent Millard, The Passion Driven Congregation (Nashville, TN: 
Abingdon Press, 2003), 9. 
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(3) In your opinion are there pros (advantage) or cons (disadvantage) to the 
implementation of a succession plan? 

(4) As a pastor, deacon, laity, member, etc. would you consider the 
implementation of a succession plan? 

(5) Have you or your church in the past considered implementing a succession 
plan? 

(6) In selecting a successor would it be advantageous for the pastor to select his or 
her successor? 

(7) In selecting a successor would it be advantageous for a pulpit search 
committee to select the pastor? 

(8) Should the successor have an introduction phase? 

(9) How long should the introduction phase reasonably last? 

(10) What are factors that you think will hinder a succession plan from being 
implemented? 

(11) In your opinion how does tradition, culture, and religious beliefs affect your 
attitude toward implementing a succession plan? 

(12) What are some things that should be considered when selecting a successor? 

(13) In your opinion should the predecessor remain in the congregation after the 
successor has taken the leadership role? 

Additionally, the participants were asked to provide (optionally) their name, age and 
gender. 


The specific context of this project served as a background for conducting and 
gathering research in order to gauge and to determine just how this congregation would 
have possibly reacted to having a viable succession plan prior to my arrival. As 
mentioned earlier, the pastor and official board were the only entities that were aware to 
my being brought in as a Director of Ministries and ultimately Co-Pastor. Since a 


succession plan was not discussed nor was the congregation prepared for one prior to my 
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arrival, and since the model for implementing a succession plan seem to be the one where 


the Pastor selected his successor, the only way to test my hypothesis was to engage the 
congregation and to explore their attitudes, knowledge, opinions and views about a 
succession plan period. The methodological approach used for this research project was 
qualitative. 

Susan E. Wyse said, “Qualitative Research is primarily exploratory research. It is 
used to gain an understanding of underlying reasons, opinions, and motivations. It 
provides insights into the problems or helps to develop ideas or hypotheses for potential 
quantitative research. Qualitative Research is also used to uncover trends in thought and 
opinions, and dive deeper into the problem.” 3 On the other hand Wyse said, 

“Quantitative Research is used to quantify the problem by way of generating numerical 
data or data that can be transformed into useable statistics. It is used to quantify attitudes, 
opinions, behaviors, and other defined variables.” 4 

According to Dr. Adar Ben-Eliyahu, “The qualitative approach to research is 
focused on understanding a phenomenon from a closer perspective. The quantitative 
approach tends to approximate phenomena from a larger number of individuals using 
survey methods.” 5 Creswell said that “qualitative research is an approach for exploring 


3 Susan E. Wyse, “What is the Difference Between Qualitative Research and Quantitative 
Research?,” Snap Surveys, last modified September 16, 2011, accessed March 9, 2017, 
www.snapsurveys.com. 

4 Wyse, “What is the Difference Between Qualitative Research and Quantitative Research?,” 
accessed March 9, 2017, www.snapsurveys.com. 

5 Adar Ben-Eliyahu, “On Methods: What’s the Difference between Qualitative and Quantitative 
Approaches?,” The Chronicle of Evidence-Based Mentoring, last modified October 13, 2014, accessed 
March 9, 2017, chronicle.umbmentoring.org. 
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and understanding the meaning individuals or groups ascribe to a social or human 
problem. 6 


Implementation One 

Surx’ey Instrumentation 

This project was birthed out of a concerned that the congregation was thrust into a 
succession plan without the congregation being aware that a major change was about to 
take place and that a succession plan was being implemented. The first approach taken 
consisted of conducting surveys from members within the congregation as well as the 
professional opinion of individuals from various denominations. One hundred and 
seventy-five people in and outside of my context completed the surveys in order to get a 
variety of view-points as it relates to a biblical succession plan in the church. However, 
approximately eighty-five of those surveys conducted were completed within my context. 

On the surveys were fifteen specific inquiries designed to enlist answers from the 
respondents pertaining to the need and viability of a leadership succession plan process in 
place, as well as data relating to individual background characteristics of each 
contributor. The total survey results were inserted on a spreadsheet detailing the specific 
responses of participants. The raw data was compiled into pivot tables giving the actual 
breakout of perceptions for each question in number of preference for a specific choice 
and the accompanying percentage of that choice as a group. Afterward, those pivot tables 
were converted into pie charts to give a visual representation of the results. 


6 John W. Creswell, Research Design: Qualitative, Quantitative, and Mixed Method Approaches, 
4 th ed. (Thousand Oaks, CA: Sage Publications, 2014), 4. 
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Although the congregation was not aware of the implementation of a succession 
plan being implemented those surveyed had knowledge and understanding of a biblical 
succession plan for the church. For example, question number one asked the respondents 
“on a scale of one to five with five being the most and one being the lest do you have a 
clear understanding of what a biblical succession plan for the church is” and the 
responses showed that the vast majority of participants, approximately 90.8% had a 
degree of understanding of a succession plan indicating that those surveyed were clearly 
knowledgeable on the subject. (See Question 1 Pie Chart). 

Participants responded according to the question number one by stating: 
Participant # One stated, “It is a plan that a pastor or church can use to avoid a break in 
pastoral leadership.” Participant # Five stated, “Biblical succession planning always 
begins with the leader/pastor focusing on the what and not the who. In other words, what 
the ministry will look like in the future, not who will be the leader.” Participant # Eight 
stated, “That there will be an orderly transfer of pastoral authority from the outgoing 
pastor to the incoming pastor.” Participant # Ten shared, “This participant described 
biblical succession meaning inheriting a title, office or property and said Biblical 
inheritance to me means inheriting or passing on the title, office and spiritual 
responsibility to designated recipient.” Participant # Fifteen said, “A biblical succession 
plan for the church is an intentional plan to ensure that leadership in a congregation leans 
forward as a smooth transition is made from one designated leader to another.” 

Likewise, those surveyed felt that every church, including my context, should 
have a succession plan in place. (See Question 2 Pie Chart) Nearly all answers were 
either positive or neutral at a rate of 96.6% and 53.7% expressed a positive desire for the 
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implementation of a succession plan even though they were not aware that a succession 
plan was being implemented by the senior pastor. 

As stated, those surveyed still expressed a positive attitude and opinion toward 
implementing a succession plan regardless of how distasteful the implementation may 
have been in my particular context. This was revealed in question number three where 
the respondents were asked, “in your opinion are there pros (advantage) or cons 
(disadvantage) to implementing a succession plan for the church?” There were an 
overwhelming number of respondents that answered in the affirmative highlighting their 
belief in the implementation of a succession plan at a rate of 85.1% (See Question 3 Pie 
Chart) 

The results for question three were: Participant # One stated, “Pro, the church is 
prepared; more equipped to handle the loss (death, voluntary and involuntary resignation, 
illness) of a leader/pastor and has a plan to follow after the loss. The succession plan 
provides guidance and helps to keep the congregation together and the congregation does 
not have to make a hasty, uninformed or spastic decision. Con, Lack of consensus of the 
congregation.” 

What was also revealing was what the data showed concerning current and past 
consideration of a succession plan. Question number four asked the participants “would 
you consider the implementation of a succession plan and 22.3% answered “definitely,” 
19.4% answered “maybe,” 22.9% said they would consider it and 25.7% answered yes. 
(See Question 4 Pie Chart) Question number five asked the participants “have you or 
your church in the past considered implementing a succession plan” and the data showed 
that 42.3% of those surveyed answered no with 14.3% answering definitely and 14.9% 
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answering maybe. (See Question 5 Pie Chart 5) This data reveals a possible reason as to 
why there appeared to have been a “shock-wave” (one could hear a pin drop) that 
reverberated throughout the congregation when the senior pastor introduced me as his 
“Director of Ministries” and ultimately his “Co-Pastor.” 

Throughout this project the appearance and the culture of my context has been 
that the senior pastor call the shots and the succession plan model seems to be that the 
senior pastor should be the one to select his successor. The data seem to show that the 
process model was okay because 26.9% of those surveyed answered yes to the question 
and 19.4% answered “No.” Furthermore, 33.1% answered “Maybe,” 8.6% answered 
“definitely” and 11.4% answered “doesn’t matter (See Question 6 Pie Chart). The 
question about it being advantageous for a pulpit search committee to select the pastor, 
the data revealed that 24.0% answered “yes” 21.7% answered “No,” 34.9% answered 
“Maybe” 10.9% answered “definitely” and 8.6% answered “Doesn’t Matter” (See 
Question 7 Pie Chart). 

More specifically, Participant # One stated, “It would be better for the church 

leadership in conjunction/concurrence with the church membership to identify a 

successor. The succession planning committee should consist of representatives within 

the church, i.e. all ministries should be equally represented and not outnumbered by one 

particular ministry. It appears a pulpit search committee is reactive. A succession 

planning committee is proactive. Participant # Two stated: 

It really depends on the pastor’s vision from God; the pastor would have to be 
honest when selecting a successor based on divine guidance from the Holy Spirit 
and not make a selection based on friendship or relative. In terms of a pulpit 
search committee, the church leadership would work if it used a rubric to measure 
the successors fairly. All church leadership should compile a list of questions 
before the interview in advance and it may be better for the church leadership 
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because members should have a voice in who is going to be their pastor. 

However, a disadvantage is that the church leadership might be weak. 

Questions eight and nine were centered on the successor having an introduction phase 
and the length of the introduction phase. The essence of these questions were to get a 
feel and or opinion about how long a successor should have before stepping up and 
taking the senior pastor’s position in a church. Since those surveyed within my context 
appeared to be open to a succession plan and open to either the senior pastor or a pulpit 
search committee selecting the next leader the data collected assisted in determining the 
length of time that should take place between the outgoing and in-coming leader. (See 
question 8 Pie Chart) 

Additionally and based upon thirty years of military service as a Navy Officer and 
Chaplain, a turnover period (a time dedicated for the changing of the guard between the 
outgoing and incoming leader) usually lasted between seven to fourteen days. During 
this time the incoming leader was introduced to his or her command, met with his or her 
leadership team, received briefings about personnel, challenges, problems, issues, 
command climate and other pertinent information that could make the transition smooth 
for the incoming leader. 

The data collected dealing with whether or not there should be an introduction 
phase revealed that 51.4% of those surveyed thought that there should be an introduction 
phase, 18.3% marked definitely while 15.4% marked maybe. Only 9.7% said that it does 
not matter and only 5.1% said no. (See Question 8 Pie Chart) With 51.4% saying yes and 
18.3% marking definitely one can responsibly conclude that when a new or incoming 
leader is taking over as the shepherd of the flock it would be beneficial that he or she 
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have a time of introduction. Doing so can possibly alleviate problems and afford the 
successor an opportunity to get a feel for the people that he or she is about to lead. 

As stated, most military leaders when taking command usually have a turnover 
period between seven to fourteen days. However, for my context the data revealed that 
the respondents favored a timeframe between two weeks to one year for the introduction 
phase to last, 16.6% favored one month or one year, 12.6% favored two weeks, 20.6% 
said that it should last three months, and 18.3% said that it should last no longer than six 
months. Six point three percent did say that the introduction phase should last two plus 
years which revealed that a small percentage of those surveyed would not have an issue 
with both the outgoing and incoming leaders remaining in place for a two plus years 
timeframe (See Question 9 Pie Chart). However, in question ten when questioned about 
factors that could hinder a succession plan 40% said that the outgoing pastor staying too 
long could be an issue with 24.6% marking that the introduction phase lasting too long 
could be an issue as well (See Question 10 Pie Chart). 

Like the other survey questions, the question dealing with tradition, culture and 
religious beliefs, 28% of the respondents answered “somewhat,” 24% answered “very 
much,” 18.9% said “totally,” and 25.1% said “not at all” when questioned about tradition, 
culture and religious beliefs affected their attitude toward implementing a succession plan 
(See Question 11 Pie Chart). This data also showed how influential “tradition, culture and 
religious beliefs” play in the implementation of a viable succession plan. Knowing this 
can assist both the outgoing and incoming leader in developing a strategy of how to bring 
his or her congregation along or onboard when considering implementing a succession 
plan. While it may be difficult to change, alter or challenge the stated beliefs is that it can 
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be very helpful to be aware of what the outgoing and incoming leaders are facing in those 
areas. 

Lastly, but not too surprising was the data collected about whether or not the 
predecessor should remain within the congregation after the new pastor and or leader has 
assumed the leadership role. Thirteen point one percent answered definitely, 24.6% 
marked it is okay, 21.7% said yes and 23.4% thought that it might be okay for the 
outgoing leader to remain. Only 12% said “no” to the outgoing leader remaining (See 
Question 12 Pie Chart). The data revealed in this question could very well support the 
thesis and culture within many black Baptist churches that (1) many black Baptist 
churches culture is, longevity for its pastor/shepherd; (2) the membership support the 
authority of the pastor/shepherd; (3) if the pastor/shepherd has been in the congregation 
for a long time it can be easier for the pastor to select his her successor. The age of those 
that participated in the surveyed ranged from nineteen to eighty-nine (See Question 13 
Pie Chart) with 53.7% being female, 34.9% being male, 4.6% marked not applicable and 
6.9 percent choice not to answer the gender question at all (See Question 14 Pie Chart). 

Implementation Two 

Personal Interviews 

A crucial part of my project and its implementation had to do with three 
interviews that were conducted in order to receive feedback, input and personal 
experiences from individuals that either went through a succession plan, participated in a 
pulpit search committee or is contemplating how to deal with and handle his own 
succession plan for his congregation. 
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First Interview - Dr. Bryant 

The first interview was conducted with a pastor that has gone through the ups and 
downs, trials and tribulation of a succession plan. The model used by his predecessor 
was the senior pastor selected his successor, laid the foundation for him to take the helm 
and made crucial moves of personnel and ministers that were on the staff at the time in 
order to pave the way for his choice. 

The interview lasted for two and a half hours and it centered on his views, 
opinions and thoughts about having a biblical succession. For the purpose of this chapter 
and in keeping with confidentiality the person interviewed will be referred to as Dr. 
Bryant. Dr. Bryant is a senior pastor at one of the historic churches in Memphis, 
Tennessee. He followed a very popular, well-known pastor who was a civil rights leader, 
national icon and respected locally and nationally. The senior pastor served at the church 
for over forty years and because of his age and his declining health he decided to solicit 
the help of Dr. Bryant and offered to make him his successor once he decided to retire. It 
is with this background that Dr. Bryant was selected to interview for this project and to 
pull upon his experience as one that has gone through and lived through the 
implementation of a successful succession plan. 

Dr. Bryant began by expressing the pros and cons of when an outgoing pastor’s 
health is in decline; a pastor who has served the congregation for over forty years and has 
developed some key factors in making a succession plan effective. One such factor, 
according to Dr. Bryant was the approval and support of the outgoing pastor. The fact 
that his predecessor was supportive and selected him to succeed him was a key factor in 
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ensuring that the succession plan was smooth. Although the outgoing pastor was not 
particularly ready to retire, and probably would have stayed as senior pastor indefinitely. 
Dr. Bryant was introduced as the one that the mantle of leadership would be passed to 
after and when the current senior pastor retired. 

Additionally, Dr. Bryant had served at the church for approximately twenty years 
before he was selected by the outgoing pastor to be his successor. As such, he was 
familiar with the congregations, knew the culture, had build trust within the congregation 
and had observed the leadership style of the senior pastor. Like Joshua had observed 
Moses and Moses had trained Joshua, Dr. Bryant’s predecessor had the opportunity to do 
the same for him and this, according to Dr. Bryant was a major factor in his smooth 
succession. 

Although Dr. Bryant had served within the congregation for approximately 
twenty years he still did not express a preference for how long or short the turnover 
should be between the outgoing and incoming pastor. He did, however, state that one has 
to be more concerned with “being a servant rather than being a pastor.” Doing so will 
prevent the incoming pastor from falling into the trap of growing impatient during the 
transition period. When asked whether or not there should be a specified timeframe for 
the transition, Dr. Bryant stated that having a specified timeframe could alleviate 
potential problems. 

Dr. Bryant also discussed how the outgoing pastor prepared the congregation for 
the eventual retirement of the senior pastor and he stressed retirement as a crucial and 
critical point. This preparation by the outgoing pastor can make or break the succession 
plan and can be the determining factor that keeps the congregation from splattering into 
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many different pieces. Dr. Bryant stated that his predecessor alleviated the congregation 
of potential infighting, from other ministers on the staff was to move potential candidates 
and or possible challengers to another congregation. Doing so ensured that there was no 
conflict from within and it cleared the way for the eventual appointment and ultimate 
selection of Dr. Bryant to be the senior pastor’s successor. 

Another important factor that comes into play when using the model of senior 
pastor selecting his successor is the trust that the congregation has in the senior pastor. 
This, according to Dr. Bryant, was a major contributing factor in how his predecessor 
was able to move him into the senior pastor’s position with little to no problems. Dr. 
Bryant said that “since the senior pastor had buried a church” and had the trust and the 
respect of the entire congregation there was hardly any objection to the senior pastor 
selecting his own person to succeed him. There were two other individuals that played 
key roles in assisting the outgoing pastor in selecting his own successor and they were the 
Chairmen of the Deacon and Trustee Boards. From Dr. Bryant’s perspective these two 
individuals were important because the Chairman of the Deacon Board understood the 
vision, goals and wishes of the long time, well-respected pastor and the Chairman of the 
Trustee Board was in control of the money. 

As stated earlier, the model used by Dr. Bryant’s predecessor was the model 
where the senior or out-going pastor selects his successor. There was no vote by the 
congregation, there was no vote by an official board and there was no lengthy discussion. 
The senior pastor was the sole selector of the one to succeed him. Although there were 
some opposition to him being the pastor’s successor because of the influence and power 
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of the senior pastor, the majority overwhelmingly (78%) supported him as the senior 
pastor’s successor. 

Finally, Dr. Bryant believed that the church would have gone through serious 
turmoil had the senior pastor not laid the groundwork for a smooth transition. The senior 
pastor may not have been ready to retire or to give up the role of pastor, based upon Dr. 
Bryant’s viewpoint, but the senior pastor was wise enough to set things in place to 
prevent the church from going through the tedious process of a pulpit search committee 
as well as a long vacancy in the pulpit. 

Second Interview - Dr. Charles 

Dr. Charles is a seventy years old Baptist minister who has been pastoring for 
over fifty years. Currently, pastoring the church that he started over thirty years ago and 
due to age and health issues Dr. Charles is contemplating retirement and as such 
considering implementing a succession plan for the church and congregation. The 
interview lasted two hours and we discussed a range of questions dealing with having a 
viable succession plan for the church and congregation. 

The first question discussed was Dr. Charles views in reference to having a 
succession plan for the church. Dr. Charles stated that he has always had the intention of 
having a successor. He stated that when he founded the church he envisioned having 
someone to take over, as shepherd and he always knew that there would be a “Joshua 
after Moses.” He further stated that there would always be a successor regardless of the 
views of the pastor because no one pastor for eternity, every pastor will come to the point 
where he will either retire, be forced to step down or die. As such the current pastor must 
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lay the foundation for his successor and for a succession plan to work effectively and for 
a smooth transition to occur every pastor must be a “planner and a forward thinker.” 

When asked further about his “planner and forward thinking” comment he 
attributed some of his thinking and views on succession to his military background and 
training. He feels that whoever his successor is “if he is not military trained he will have 
a difficult time. When asked to explain, he said, “I believe in law, order and respect and 
one should be trained on a precise training plan as well as precision training.” 

In addition to his military background Dr. Charles stated that he grew up under 
tradition and non-traditional pastors and preachers. Many of his pastors and preachers 
mentors were “law and order” type of pastors and preachers and “hard core” type of 
pastors and preachers. Thus, he feels that one’s culture and tradition has a lot to do with 
(1) how a pastor feels about the implementation of a succession plan; (2) the type of 
succession plan the pastor will implement; (3) the attitude that the pastor will exhibit 
toward his successor and (4) whether or not the pastor will involve the congregation in 
the succession plan process. 

When asked about his personnel preference and or model of succession plan that 
he prefers he stated the model where the senior or outgoing pastor select his successor. 

He prefers the Moses Joshua model where Moses selected Joshua to be his successor and 
the people had no input in the selection. 

When asked why he preferred this model as oppose to a pulpit search committee 
model, he replied, “a pulpit search committee can’t do (bleep) and a pulpit search 
committee don’t know what to search for.” He feels that a pulpit search committee looks 
at fulfilling pastor’s vacancies the same way one would fill a job position and will do so 
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from a worldly perspective. He said, “Pulpit search committees can’t do an adequate job 

because they are not pastors.” Based upon his experience with pulpit search committees 

“decisions are based on their opinion or they make decisions based on whether or not 

they like a candidate or not and not on whether or not it is good for the church.” 

Dr. Charles also discussed the question about timeframe for getting a successor 

before the pastor retires or moves on or gives up pastoral-ship at the church and he said, 

“I think it should be a five to ten years transition. Why?” “It takes that long for the 

successor to (1) learn the people (2) learn the operation of the church (3) get into the 

heart of the people from a pastors perspective (4) allow the people time to learn the 

successor (5) give enough time for the people to make the transition from the outgoing 

pastor to the incoming pastor. For example, “this will give the people at my church to 

move from pastor, dad, papa, etc.” (6) this allows time for human stubbornness. 

When asked about the “human stubbornness” comment he said, “sometime the 

intent of the outgoing pastor is to retire but because of human stubbornness that plan can 

change or be delayed.” Furthermore, he said: 

When one has been at a church such a long time and in his case the founder as 
well, the successor will in all likelihood be seen as ‘pastor’ only. He has not been 
there long enough to earn the respect to be seen as dad, papa, etc. and he has not 
had the experience and longevity of having served the same congregation for so 
many years. Every great church needs a great pastor and everybody is not suited 
for every congregation. You need time to get to know your folks and a senior 
pastor can help with this process. 

The next topic of discussion focused on the length of time that the predecessor should 
remain in the congregation. He said it all depends on the successor. He said “sometimes 
the person taking over wants the outgoing pastor to stay around for mentorship purposes 
or to pull upon the outgoing persons experience.” So, “it depends on the successor, the 
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congregation and the outgoing pastor.” Regardless, Dr. Charles thinks that the decision 
should be made by the successor. 

Lastly, Dr. Charles and I discussed the qualifications for his successor. He said 
that his successor must have some training but it does not have to be totally formal 
training. For example, he said that education is important but it should not and will not 
be the deciding factor only. He thinks that education can be formal or informal and it 
depends on the pastor. He said, “ Formal education can be helpful but the successor 
being educated by the outgoing pastor can be just as important as having a formal 
education.” Additionally, the attitude of the successor makes a world of difference. The 
attitude of the successor can either make or break the process and the successor has to 
keep in mind, especially after a very lengthy pastoral-ship by the outgoing pastor, that it 
takes time for the people to make the transition from one leader to the next. 

Third Interview with Prior Pulpit Search Committee Members From Another Church 

The two individuals that were interviewed served on a pulpit search committee for 
Greater Galatian Missionary Baptist Church and both served for over a year. The pulpit 
was vacant for two years due to the illness of the pastor and his inability to function 
effectively during his illness. According to them, during the first year of the pastor’s 
illness three associate ministers from the church filled in during that time and invited 
ministers came in to speak as well. The official board, consisting of deacons and trustees 
were responsible for inviting guest ministers to speak. 

After one year of the pastor being ill and unable to function effectively as pastor, 
the pulpit was declared vacant and a pulpit search committee was formed. The pastor was 
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aware that the pulpit was being declared vacant but was not in agreement. The deacons 

were the ones that spoke with the pastor about his inability to function effectively as 

pastor and that the church voted to declare the pulpit vacant. 

The church did not provide a retirement package for the pastor but they did 

continued to pay him for the year that he was unable to attend. Until the church called 

another pastor the outgoing pastor received a weekly or monthly salary and a love 

offering was collected for him during the service. 

Question: How did not having a pastor for two years affect the congregation? Did 
the congregation scatter? Were there power plays during this time that your 
church was without a pastor? 

Answer: The membership did dwindle a bit, it dwindle down but those of us who 
were dedicated stayed and those that were dedicated are still there. We did not go 
anywhere.. .it’s our church. But we did not see any growths during that time 
either. ..none. 

Question: Would you agree that when the shepherd, pastor, and pulpit is vacant 
the congregation suffers? 

Answer: Yes and even though there were associate ministers there it was not the 
same because they were not the pastor. 

Question: How did you go about declaring the pulpit vacant? 

Answer: The Official Board met with the church and they let everyone know that 
the pulpit was going to be declared vacant. 

Question: Was there a vote from the congregation to approve what the official 
board decided? 

Answer: No, the official board made the decision on its own because it was really 
just a faithful few that were coming and they really did not have any objection to 
doing so. 

Question: How many individuals served on the pulpit search committee? 

Answer: Fifteen people volunteered to serve on the committee but there were 
stipulation that there had to be some members from the congregation and not just 
those that served on the official board only. 
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Question: How was it for you serving on the pulpit search committee? What were 
some of your challenges? 

Answer: It was hard and demanding and got very political. Because some 
members wanted one person and other members wanted another person and those 
that wanted their person went to the congregation and tried to sway individuals to 
their side or to vote their way. 

The interview of these two individual assisted with the next implementation, which was 
conducting a Mock Pulpit Search Committee Workshop. 

Implementation Three 

Mock Pulpit Search Committee 

The final implementation phase of this project is the Mock Pulpit Search 
Committee workshop. The workshop was conducted for three hours, and the committee 
was comprised of seven active members. Additionally, the committee interviewed two 
ministers for consideration for the pastoral position for the church. Members of the mock 
committee represented a range of ages from the youngest being forty and the oldest being 
seventy years old. Several ministries were represented on the committee including a 
member from the mothers board, hospitality and greeters committee, ushers board, music 
ministry team, youth advisor, and the Chairman of the Deacons Board. 

The committee was given a pre and post-questionnaire, which consisted of the 
following questions: 

(1) What is a pulpit search committee? 

(2) What is the purpose of a pulpit search committee? 

(3) What is the goal of the pulpit search committee? 

(4) What are your opinions and views concerning a pulpit search committee? 
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(5) What should be the qualifications of a pulpit search committee member? 

(6) Who should serve on a pulpit search committee? 

(7) Should the outgoing pastor have a role on the pulpit search committee? 
Additionally, the committee was given another pre and post questionnaire, which was 
somewhat different than the one mentioned above but still had to do with views and 
opinions about succession planning. These questions were the same as the ones given in 
the first survey but were given to a group, a pulpit search committee, that was tasked with 
interviewing two perspective pastors to be presented to the congregation for 
consideration. 

The workshop began with the question, which reflected the current structure, 
should the pulpit be declared vacant according to the church’s constitution? The 
Chairman of the Deacon Board stated that, based on the church’s constitution, the 
Deacon and Family Ministry Team would supply the pulpit with ministers to preach until 
the deacon board select or form a search committee comprised of members from the 
church. Until that committee is formed the deacons are responsible for supplying the 
pulpit with ministers to preach. 

Once the committee is formed this would begin the process to seek a potential 
pastor for the church. The position for pastor would be advertised and those ministers 
interested would submit their resume or curriculum vitae to the committee. Once the 
committee reviewed the resumes those qualified candidates would be invited to provide 
an introductory or preliminary sermon to the congregation. The committee would be 
responsible for “weeding out” those candidates that are qualified and those candidates 
that are not. The goal is for the congregation to select the next pastor. 
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When the question was asked of the members “how many of you knew that the 

church had a process in place, based upon your constitution, for selecting a pastor?” One 

person was aware and that was the Chairman of the Deacon Board. The other members 

seemed very surprised that the church’s constitution provided a process for selecting a 

pastor. Although when informed the committee seemed equally comfortable with the 

process of the Deacon and Family Ministry Team being responsible for selecting the 

people to serve on the pulpit search committee. The number to serve on the search 

committee ranged from two to twelve members but the Chairman of the Deacon Board 

seem to point toward a minimum of seven but possible more. 

At this point the Chairman of the Deacon Board spoke very candidly and 

forcefully about the importance of each member’s role in deciding which candidates are 

selected to go before the congregation. He explained that the congregation would not 

have an opportunity to see all the applications received so it is imperative that each 

member takes his her role seriously. He explained that once all candidates were heard, 

the congregation would vote for the new or perspective pastor. 

The next discussion was centered around what should be the qualifications to 

serve on the pulpit search committee. Even though it was understood that the Deacon 

and Family Ministry Team selected the committee members it was interesting to hear the 

responses from those on the mock committee. 

Committee Member One - he she must be a “core member” which means that 
they must have been here “forever” and have been here on a regular basis... .not 
someone that shows up every-now-and-then. 

Committee Member Two - he she must be a tither 


Committee Member Three - he or she must be active member of a ministry 



130 


Committee Member Four - he or she must know the Bible 

Committee Member Five - he or she must be knowledgeable about different 
ministries 

Committee Member Six - he or she must be a member of the church and is 
involved 

The next discussion question was what are your opinions and views about serving on a 
pulpit search committee? 

Committee Member One - I want to make sure that my views and opinions are 
respected 

Committee Member Two - I would want to know who else is serving on the 
committee and based upon who is on the committee will determined whether or 
not I serve on the committee 

Committee Member Three - Would my opinions be respected and if someone 
disagrees with me will my views and opinions be respected. 

Most committee members seemed hesitant about expressing their views and opinions 

about serving on a pulpit search committee because of their uncertainty about what that 

entailed. However, this discussion lead to a spirited discussion concerning what 

questions should be asked of the future shepherd or pastor. 

The scenario presented to the mock pulpit search committee after the spirited 

discussion concerning what questions to ask perspective pastor was that they had 

narrowed the applications submitted for pastoral-ship down to two individuals. From 

there, the discussion continued about what questions to present to the two candidates, 

however, each committee member were asked not to write down any pre-questions for 

the first candidate. This was done to see how the committee members would respond and 


what questions each would ask. 
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The First Candidate 

The Chairman of the Deacon Board took over at this point and introduced the 

candidate to the committee. Before he started he made the following comment to the 

committee members: “I want you’ll to be serious with this because this can happen. So 

this is a good exercise for us in that this could really happen and so I encourage us to 

really take this serious.” After the Chairman of the Deacon Board introduced the 

candidate to the committee, Committee Member one began. 

Committee Member one question: How knowledgeable are you in the word and 
are you living what you are preaching? 

Committee Member two question: What year and when were you baptized? A 
follow up question was asked: So does that mean that you have accepted Jesus 
Christ as your person savior? 

Committee Member Three question: How do you feel about visiting the sick, 
going into the hospital? 

Committee Member Four question: Tell me about a time when you had to deal 
with some type of conflict and the individuals didn’t know how to resolve the 
issue. How did you assist them with resolving the issue or how did you resolve 
the issue? What was the situation? How did you handle it? What was the 
outcome? 

Committee Member Five question: Why should we select you as our pastor? How 
do you think you can be a benefit to our church? 

Committee Member Six question: Are you spiritually lead? Have you been 
ordained? If so, when? 

A follow-up question from a previous committee member: Would you be 
offended if you got into my car and I was playing my Lil’ Milton CD? 

Committee Member Seven question: Do you have any pastoral experience? Have 
you been a pastor at any time prior to now? What is your position on tithing? 

Following the interview of the first candidate the committee engaged in a discussion in 

reference to the process, how did they feel about the process and how was the process for 
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them? One committee member stated that the process was different for her because she 
was used to interviewing candidates from a human resources standpoint of getting the 
best to “help” the organization. However, in this instance, we were questioning the 
candidate that would “lead” the church. Another committee member agreed because 
“that’s what we all have to think about, we are looking for someone to lead and not for 
someone to help to support you with a project but to lead the church spiritually. 

Another discussion point was the need for training before the committee starts the 
interview process and should someone inside or outside the church conduct the training? 
Five members felt that someone from outside the church should conduct the training; one 
member felt that someone from inside the church should conduct the training, and one 
member expressed no opinion at all. 


The Second Candidate 

Finally, the committee discussed questions that they wish they had asked but did 
not think about the question until after the first interview was complete. Those questions 
were: 


Committee Member one question - Are you an on-time person? Are you prompt 
and punctual? Are you dependable? Do you have transportation? Are you 
married? 

Committee Member two question - What is the role of youths and young adults 
have in the church or service? Besides spiritual feeding and growing of the 
congregations, what are the other roles and duties of the pastor? 

Committee Member three question - How do you deal with conflict? How do you 
feel about female preachers? 

Committee Member four question - How do you feel about the little children? If 
there were crying babies in the church how would you handle or deal with that? 
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Committee Member five question - Can you commit to serving every Sunday? 

Committee Member six question - Do you value ministry outside the church? 
What is your vision and focus when it comes to evangelism? 

Committee Member seven question - How do you feel about same sex marriages? 
Would you perform a same sex marriage? How would you handle someone that 
totally disrespected you? Are you going to be concerned about the culture of the 
church or what it is that you as a pastor should be providing to the church? 

After sharing questions that they would have asked to the first candidate the committee 

then interviewed the second candidate and asked the questions that they previously asked 

as well as those questions that they wanted to ask the first candidate but did not have an 

opportunity to do so. 

Afterwards, the committee discussed how they felt about participating in the 
mock pulpit search committee as well as the process. All agreed that it was an eye- 
opener but expressed that they really would not want the church to go through one. 

Lastly, the committee was given a post survey and they seemed to have a much better 
understanding of who, when, what, where and why a pastoral search committee was 
formed. One thing that was stated (again) is that before a pulpit search committee begins 
the work, there should be training. 


Game Changer 

The closing porting of this chapter is entitled “Game Changer” because during the 
implementation of this project the senior pastor was called home to be with the Lord. As 
such, the implementation process was affected, the congregation was affected and the 
incoming pastor or shepherd (me) was affected. At the point of the senior pastor’s death, 


the Co-Pastor, by necessity had to shift from a mind-set of a succession plan to helping 
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the congregation deal with the grief of having lost a pastor and shepherd of fifty-five 
years, as well as my personal grief. At the same time, arrangements had to be made for 
the home-going celebration of the senior pastor while preparing for the eventual 
challenge of moving forward with the succession plan that had been semi-implemented 
by the senior pastor. 

At the point of the senior pastor’s death, the Moses Joshua model became a 
reality. In 2014, the senior pastor implored the assistance of a Director of Ministry who 
one year later was voted in as co-pastor. Although the congregation was not aware that a 
succession plan was in the making, because of the longevity and influence of the pastor 
the congregation seemed to have accepted the will of the senior pastor. Throughout this 
document it has been stated that the support of the outgoing pastor is crucial for the 
success of a viable succession plan and that support is very evident within my own 
context. 

The unexpected and sudden death of the senior pastor revealed several things that 
should be considered when implementing a viable succession plan: 

(1) If there is a Senior Pastor and Co-Pastor situation, ensure that it has been clearly 
established that when and if the Senior Pastor has retired or is called home to be with the 
Lord it is an automatic succession of the Co-Pastor. (2) During the transition phase from 
the Senior Pastor and his or her successor ensure that the ministry heads, church officials, 
associate ministers and the church as a whole understands that the co-pastor and or 
successor has the authority and backing of the senior pastor. (3) Ensure that there is a 
process in place for a smooth transition in the event of the unexpected or sudden 
departure of the senior pastor. (4) Ensure that the congregation is brought along during 
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the entire process so as to minimize the confusion should there be a sudden departure of 
the senior pastor. (5) Develop a process and or procedure to have available should the 
congregation decide to go against the succession plan that was implemented by the senior 
pastor especially if the implementation phase is on going and not complete. 

Summary of Learning 

What a journey this has been! From the beginning to the end this project has seen 
ups and downs, trials and tribulations, sickness and death and challenges that were never 
expected. I arrived at my context without the congregation knowing that I was coming 
and that the senior pastor was about to began on a journey that would challenge and 
change the congregation forever, the implementation of a succession plan. 

The Old and New Testament scriptures were the biblical foundation for my 
project but a major difference was Moses knew when his time was up and that Joshua 
was to be his successor. Likewise, John the Baptist, from the beginning, made it clear 
that he was only a forerunner and that there would be one coming after him and that his 
mission was to prepare the way for his coming. 

Over a period of time and by participating in the survey and mock pulpit search 
committee as well as the declining health of the senior pastor the congregation came to 
realize and to a degree embrace the idea of the implementation of a succession plan. 

There were a few things that forced the embracing and the reality of this idea: (1) the 
senior pastor had surgery shortly after my arrival and was unable to preach, teach and be 
available for two to three weeks; (2) the senior pastor had to deal with several battles with 
fluid building up in his body and had to be hospitalized several times; (3) the senior 
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pastor had a car accident that resulting in his being absent from the congregation due to 
rehabilitation for two to three months; (4) the senior pastor had to have hip surgery which 
caused more time away from the congregation (approximately five or six months). All of 
these and life situations forced the congregation to deal with the reality that sooner or 
later it would have to face the implementation of a viable succession plan. 

The majority of the parishioners seemed to have embraced this possibility 
willingly based upon the overwhelmingly vote to make me co-pastor. However, there 
were a small number that were not particularly happy with the fact that the senior pastor 
decided to implement the succession plan using the Moses Joshua model. As mentioned 
previously, the sudden death of the senior pastor did not make this implementation easier 
and to a degree halted it all together, at least temporarily. 

One thing that is evident, this project, to a degree, prepared the congregation for 
what no one knew was coming and that is the death of its leader and shepherd for fifty- 
five years. Additionally and because of the model used by this leader and shepherd 
(Moses Joshua model), there was a successor in place to guide the congregation during a 
critical and crucial time in the life of the church. 

The hypothesis of the projects states that if churches implement a viable 
succession plan for pastors it can have a positive impact on the congregation or the 
members. The hypothesis proved to be real, evident and supported by the fact that it 
happened. After the death of the senior pastor the members stated, “we don’t need a 
pulpit search committee” we already have a co-pastor and all we need to do is to move 
forward as the senior pastor wanted and taught us to do.” It happened! 
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Conclusion 

There is absolutely no doubt that this project was a success. It worked because the 
church and I lived the project and saw it come to fruition after the death of the senior 
pastor. This project was based upon the Moses Joshua, John and Jesus model where the 
senior pastor selected his successor. Prior to his death the senior pastor gave a very stern 
and passionate speech two or three weeks before his death about “following leadership.” 
Additionally, about two months before his death he publicly chided an associate minister 
for not being willing to following the leadership of “his co-pastor” and that if he could 
not do so maybe he should not be a member of the ministerial staff. 

Over the last few months and whenever he was able to attend church the senior 
pastor was pointed about who his successor would be and that he had total trust and 
confidence in his co-pastor. Even at the funeral service of the co-pastor’s brother, the 
senior pastor said, “I have one thing to say.. .that is one preaching negro and the church is 
in good hands.” 

The surveys, interviews and mock pulpit workshop all served to support the 
implementation of this project and were extremely helpful. I am certain that this project 
can be implemented and shared with other congregations and can aid them in 
implementing a viable succession plan for their church. 
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UNDERSTANDING 

Moderate Understanding 

25.1% 

No Understanding 

9.1% 

Somewhat Understand 

24.0% 

Understand 

19.4% 

Very Much Understand 

22.3% 

100.0% 
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Total 



Succession Plan 


Definitely 

53.7% 

Doesn't Matter 

8.6% 

Either Way 

21.1% 

Maybe 

13.1% 

N/A 

0.6% 

No 

2.3% 

No Answer 

0.6% 


100.0% 


Definitely 

■ Doesn't Matter 

■ Either Way 

■ Maybe 
- N/A 

■ No 

■ No Answer 
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Advantage Pro/ Con 


Both 

0.6% 

Con 

11.4% 

N/A 

0.6% 

No Answer 

1.1% 

Pro 

85.1% 

Pro & Con 

1.1% 


100.0% 
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Total 



Consider Implementation 


Definitely 

22.3% 

Maybe 

19.4% 

N/A 

0.6% 

No 

8.0% 

No Answer 

1.1% 

Will Consider 

22.9% 

Yes 

25.7% 


100.0% 


Definitely 

■ Maybe 
. N/A 

■ No 

■ No Answer 

■ Will Consider 

■ Yes 
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Total 



Past Considered 


Definitely 

14.3% 

Maybe 

14.9% 

N/A 

1.1% 

No 

42.3% 

No Answer 

2.3% 

Yes 

25.1% 


100.0% 


Definitely 

■ Maybe 
. N/A 

■ No 

■ No Answer 

■ Yes 



QUESTION 6 


143 


Total 



Search Committee 


Definitely 

8.6% 

Difinitely 

0.6% 

Doesn't Matter 

11.4% 

Maybe 

33.1% 

No 

19.4% 

Yes 

26.9% 


100.0% 


Definitely 

■ Difinitely 

■ Doesn't Matter 

■ Maybe 

■ No 

■ Yes 
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Advantage to Succession 


Definitely 

10.9% 

Doesn't Matter 

8.6% 

Maybe 

34.9% 

No 

21.7% 

Yes 

24.0% 


100.0% 
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QUESTION 8 


Total 



Introduction Phase 


Definitely 

18.3% 

Doesn't Matter 

9.7% 

Maybe 

15.4% 

No 

5.1% 

Yes 

51.4% 


100.0% 


Definitely 

■ Doesn't Matter 

■ Maybe 

■ No 

■ Yes 
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QUESTION 9 


Total 



1 Month 
. 1 Year 

■ 2 Weeks 

■ 2 Years 

■ 2 Years + 

■ 2 Years or longer 

■ 3 Months 

■ 4 Months 

■ 5 Months 

■ 6 Months 


How Long 


1 Month 

16.6% 

1 Year 

16.6% 

2 Weeks 

12.6% 

2 Years 

0.6% 

2 Years + 

6.3% 

2 Years or longer 

2.9% 

3 Months 

20.6% 

4 Months 

0.6% 

5 Months 

0.6% 

6 Months 

18.3% 

6 Months/1 Year 

0.6% 

N/A 

3.4% 

No Answer 

0.6% 


100.0% 




QUESTION 10 
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Hindering Factors 


1 

40.0% 

2 

24.6% 

3 

20.0% 

4 

9.7% 

5 

2.3% 

N/A 

3.4% 


100.0% 
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Total 



Affected by Traditions etc. 


N/A 

2.9% 

No Answer 

1 . 1 % 

Not At All 

25.1% 

Somewhat 

28.0% 

Totally 

18.9% 

Very Much 

24.0% 


100.0% 


N/A 

■ No Answer 

■ Not At All 

■ Somewhat 

■ Totally 

■ Very Much 



QUESTION 12 


149 



Predecessor Remain 


Definitely 

13.1% 

It's Okay 

24.6% 

Maybe 

23.4% 

N/A 

4.0% 

No 

12.0% 

Okay 

1.1% 

Yes 

21.7% 


100.0% 
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Age 


19 

0.6% 

22 

0.6% 

24 

0.6% 

25 

1.7% 

26 

0.6% 

27 

1.1% 

28 

0.6% 

29 

1.1% 

30 

2.3% 

31 

1.1% 

32 

1.1% 

33 

0.6% 

34 

4.6% 

35 

2.9% 

36 

1.7% 

37 

1.1% 

38 

1.1% 

39 

1.1% 

40 

1.1% 


Age 


60 

2.9% 

61 

2.9% 

62 

2.9% 

63 

1.1% 

65 

2.3% 

66 

2.9% 

67 

1.1% 

68 

3.4% 

69 

1.1% 

71 

0.6% 

72 

1.1% 

73 

0.6% 

74 

1.7% 

75 

0.6% 

84 

1.1% 

89 

0.6% 

N/A 

7.5% 

No Answer 

9.2% 


100.0% 


Age 


41 

0.6% 

42 

1.1% 

43 

1.7% 

44 

1.7% 

45 

0.6% 

46 

0.6% 

47 

4.0% 

48 

0.6% 

49 

1.7% 

50 

1.1% 

51 

1.1% 

52 

1.7% 

53 

1.1% 

54 

2.3% 

55 

2.3% 

56 

2.9% 

57 

1.7% 

58 

2.3% 

59 

1.1% 




QUESTION 14 
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Gender 


F 

53.7% 

M 

34.9% 

N/A 

4.6% 

No Answer 

6.9% 


100.0% 
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